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Abstract  
This is a research done part of assignment for the Masters Degree of Economics and 
Business Administration in Roskilde University. The aim of the thesis is to identify 
the challenges of external changes and on organizational culture in a developing 
country like Nepal, for a transformational leader to develop the employees´ 
performance. Bhat-Bhateni Supermarket and Department Store one of the companies 
in Nepal is chosen as a case company, which has developed contiguously in 
turbulence situation of the country. Primary and secondary sources are used to 
analyze the case. Although the current social, political and technological chaos in the 
nation, employees performances are increasing. The leader has changed internal 
factors of the cultural dimensions in the organization level to address those external 
influences. The leader adopted the changes in a pro-active way, which supported to 
transform the employees´ behavior to develop their performances. Finally the research 
has found that political, social and technological changes influenced the four cultural 
dimensions, which changed the behavior of employees. But transformational leader 
handled the situation in an effective way by empowering with charismatic and 
transformative leadership.                 
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CHAPTER - I 
1.1. Background  
Nepal has faced severe turbulence in the recent past. Political unproductivity, 
economic downturn and the frustration among the common people have leaded her in 
the state of depression. The business leaders have lost their investment confidence and 
which in turn has leaded the economy of the country in a sharp fall. Nepal is looking 
for leaders who can challenge these myths of ideologies of a failed state and recover 
her in the global arena, the natural beauty and the natural resources has sufficient to 
make a country developed and establish peace within the region. In such situation, 
success of these companies lays a good leadership skill. The leaders are the ones to 
change the fate of the companies despite all the odds and threats posed by the external 
changes such as political, social technological etc. And when we talk about the 
department and supermarket industry, we have chosen the case of Bhat-Bhateni. Bhat-
Bhateni is the first and the largest company to enjoy success in Nepal and still 
continuing its market growth despite several obstacles and threats imposed by the 
situation of the country. Here, the researcher would like to present the external 
situation of Nepal that can influence the organization in many ways. The situation 
presented here will be analyzed in a further chapter.    
1.1.1. Political changes 
In Nepal, globalization came together with the multi-party system in 1990 after the 
overthrow of absolute monarchy (Rimal, 2003). Since the 1990s Nepal has been 
highly involved in the globalization process but developing a highly unstable political 
environment.  None of the government could rule for the full duration of the given 
time. Due to external and internal factors it has high liquidity in national politics.  
The Maoist movement is the internal factor, which is influenced by international 
communism. India and America were external factors for the political instability that 
highly influence Nepalese politics by means of INGOs and economical subsidies. Due 
to the instability, the king took power once again and dismissed the government and 
parliament in 2005. After that, all the political parties and Maoists came together 
against the king. In 2006, the federal democratic republic was established, and 
political decentralization was started. (Norman, 2003) 
Decentralization synonymy is used as globalization for empowerment but is creating 
deviation, conflicts, and instability in Nepalese society. Now there are more than 
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6 political polarizations; Maoist, liberal democrats, socialist, conservatives, king, 
Madhesbadi (Regional) and many other small political parties that are equally 
advocating and denouncing each other. It was the main reason that the constitution 
assembly was elected for two years, but it could not complete the given task even in 
the last five years. Small countries that have many powers create many problems 
rather than empower society. The political instability, open borders, less regulation 
and controls create international terrorism and criminal activities. Especially the 
Pakistani terrorists that use Nepalese land to access India and vice-versa (Pyakurel, 
2012).  
Because of the political changes and establishment of multiparty system, there are 
more than 15 labor unions are affiliated by the major political parties are organized. 
These labor organization activities affect the decision process of the company. They 
try to impose their mother party´s policy in the company. Because of these unhealthy 
environments, many companies suffered of managing the employees. Those 
companies, which could able to apply effective leadership to unite and employees for 
performance development in such adverse situation, they did a landmark progress in 
the industry. This is the major problem and the effect of globalization in a Nepalese 
context, Khadaka, S (2009).  In the process of political globalization and changes, the 
political philosophy has been changed, but the class, gender and social 
discriminations have become wider and wider, which had been affecting the Bhat-
Bhateni during the period of its growth.             
According to Khadka, Shrijung (2009) the political changes in the country brought 
different attitudes and formatted the different kinds of pressure groups. As we already 
talked about labor unions, civil society, Human Right organization, which raises the 
people’s awareness and increase the education level. It also aware the people on their 
fundamental rights that have a direct impact on the organization´s internal factors 
especially on employees sectors. After presenting the political situation of the 
country, social and cultural changing factors are presented here.     
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1.1.2. Social and Cultural Changes   
Nepal is a small and multicultural country, which is united by mutual relationships 
even though it has different languages, beliefs and cultural values. After 1990, the 
social globalization increased highly (see in appendix-1). Nepal has Hinduism, 
Buddhism, Islam, Christianity and many other religions in a small territory. 
 After the 1990s, this social understanding has been changed by cultural violence. 
According to Sarup (2006), Hinduism is influenced by India; western countries 
influence Buddhism by china, Islam by Pakistan and the Christian philosophy, which 
results in a religious conflict in the poor country Nepal. During the 1990s several 
Hindu-Muslim riots occurred. For example in October 1992, November 1994, 
December 1994, October 1995 and May 1997 large conflicts had started and 
thousands of people had been killed. Again in September 2007, in Kapilvastu where 
14 people were killed, dozens injured and around 300 houses set on fire after the 
murder of a Muslim civil defense group leader. The bomb blast at the Catholic 
Church in Lalitpur on May 23, 2009 and the murder of a Christian priest in eastern 
Nepal in July 2008 are the historical review of cultural conflict, which has been never 
seen before 1990s (Timsina, 2012). 
On the one hand most of the Nepalese people are uneducated but on the other hand 
they have been schooled by political and religious ideologies for the critical demand 
rather than practical implementation. Others who have better education and 
economies are over migrating in the city area and high levels of people are moving to 
developed countries with their knowledge and property due to political instability and 
security. Political, professional, bigger and smaller social crime has been increasing. 
The political instability and open borders are the major factors of crime. Westernized 
culture is influencing each and every young Nepalese person, which is not acceptable 
or comfortable for their parents who have strong Eastern cultural beliefs. 
Pornography, alcoholic drinks and social crime are influenced by international mass 
media (Adhikari, 2008).  
According to Khadka S. (2009) the following elements of the social- cultural 
activities have a direct effect on the organizations.  
Population: according to Nepalese population structure women´s population bigger 
than men and pressure of the migration of the population is growing in city areas 
especially to the Kathmandu valley. This situation is also effected the company 
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positively because the employees do not want to loose their jobs in the situation of 
increasing the number of unemployment.  
 Social classes: Nepalese community has different social structures that can be 
classified as their cast; Braman class, Chhetri class, Baisya class and Sudra class. 
Braman remains at top, Chhetri in second and then Baisya and finally at the bottom 
Sudra. According to Timsina (2012) after restoration of democracy, such ethnical 
discrimination is lower and all organizations are creating healthy environments for all 
ethnical groups and casts to work together in an organization. 
Education: Education is one of the basic elements that make people think positively 
and do their work effectively with dedication. It empowered the employees to 
challenges. According to Central Intelligence Agency (2013) 57% of the population 
of over 15 years are literate among them 71 percent is male and 46 percent is female. 
This imbalance situation of the education might have difficulties in the organization 
to empower their employees to get optimum benefits. 
Technology is one of the important elements, which has been developing rapidly in 
Nepal. In the next step we will present such technological changes in short.      
1.1.3. Technological Environment 
The world is changing rapidly with the technological enhancement. In the age of 
globalization, only Nepal cannot remain as exception. Therefore, Nepal is also 
adopting the technological enhancement for each and every sector. Basically the 
business organizations are far ahead than others. Khadka (2012) argued that Nepalese 
organizations are implementation of new technology enhance the employees´ 
performances. He also argued that the Nepalese organizations are adopting the policy 
of transferring the new technology.          
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1.2. Introduction  
This thesis is carried out to analyze how Bhat-Bhateni a supermarket and department 
store implemented effective leadership techniques for HR management in variable 
situations in Nepalese industry. This thesis brings out how the cultural changes in a 
particular country and in the organization is affected and how employees react on it. 
This research also investigates how an effective leader applies the perfect techniques 
to resolve the problem. Bhat-Bhateni is one of the largest companies in the industry. It 
came to the present situation by passing away a lot of obstacles and changes in the 
industry. It also experienced a lot political changes and its impact in the company 
especially human resource management sector. The aim of the thesis is to figure out 
and explore the cultural factors that influenced the company´s internal factors 
particularly leadership activities for employees development process. To achieve this 
goal of the thesis, we have chosen three theoretical perspectives: transformational 
leadership, cultural theory of Hofstede´s cultural dimensions. The literatures are 
reviewed and performed in the later part on the topic literature review. In order to dig 
out these perspectives different methodological approaches are used. Both primary 
and secondary as well as qualitative and quantitative data is used in the thesis. The 
problem formulation is structured to investigate the matters relating to the influencing 
factors of the culture and its effective solution done by the leadership. 
There are five chapters in the thesis. First chapter is just for introduction, which is 
included background, introduction, and problem area and problem formulation. 
Literature review is included in the second chapter of the thesis where the theories are 
defined and introduced. Methodology of the project is presented in the third chapter. 
Chapter four is about empirical presentation of the case Bhat-Bhateni findings. 
Finally in the fifth chapter, we have included analysis / discussion and conclusion.             
Therefore, the reader will get the opportunity to read how Bhat-Bhateni is doing the 
fantastic job with transformative leader despite the turmoil in the country.   
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1.3. Problem Area  
Bhat-Bhateni is one of the largest Supermarkets and Department store operated in 
Nepal. It has created it´s name as a strong brand in the industry as “BHAT-
BHATENI”. Bhat-Bhateni is a private company, which was started from 1984 in a 
120 square ft. space as a family business. Gradually, it develops and becomes number 
one retail sector taxpayer. Mr. Min Bahadur Gurung, founder and owner of the 
company started it as cold store in an ordinary single shutter. Bhat-Bhateni has an 
impressive growth history since it´s establish and develops a reputation for the 
continuous improvement. Mr. Gurung leads successfully a very simple cold store into 
amazing supermarket and department stores. Bhat-Bhateni has four super stores in 
Kathmandu valley and two out of valley, Pokhara and Itahari cities in 120,000 
products in 7,000,000 square ft. sales area. Two thousand two hundred employees are 
working in the company continuously to serve more than 40,000 thousand customers 
every day from its own organizational structure. When Bhat-Bhateni was started in 
very limited space as a family business it had only one helper. Gradually, the 
company started evolving it´s business and more and more employees were added for 
its daily movements. In the period of eight years from its opening, a single shutter 
cold store expanded into a huge (3.000 sq. ft.) supermarket with more than 15 
employees, (Bhat-Bhateni, 2013).  Mr. Min Bahadur Gurung as entrepreneur could be 
able to manage not only the business and customer satisfactions but also handled 
human resources efficiently to satisfy the customers and every step of the 
organization´s improvement and expansion.   
Since it was established in 1984, the company went through a lot of changes in the 
Nepalese political system, society, culture, technology and many more other aspects. 
Obviously the leadership of the organization had to face and tackles all these 
situations to achieve the organizational goals. At the time of the establishment of the 
organization the literacy rate of Nepal was very low so that empowering power 
delegation to the employees for leadership transformation were challenging task. The 
political system of the country was also active monarchy when there was no 
democracy. Clearly the organization´s leadership was also influenced by it.  At that 
time the leader was every thing for the employees. They thought their leader knows 
everything.  But now the situation is not like that. The political situation is completely 
changed. The public awareness is higher than before. In this circumstances the 
leadership behavior within an organization to manage the human resources obviously 
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different than before.  Bhat-Bhateni is one of the organization in which the leadership 
had to tackle all these ups and downs. Political changes in the country brought a lot of 
changes in the leadership model within an organization so that Bhat-Bhateni is also 
one of the companies to accept these changes. For instance, when there was active 
monarchy in the country, the whole system of the country was operated autocratic 
leadership in an organization but when the people awareness raises the monarchy is 
thrown out and democracy came into the country, which makes the country system 
and organizations move the democratic way. This is why the human resource 
management for leadership in Bhat-Bhateni becomes more challenging. On the other 
hand Nepal is one of the countries where culturally and ethnically diversified 
population used to live. Therefore, Bhat-Bhateni has the employees form different 
ethnicity and cultural background even though it is being operated within a country.  
From the above situation, we came to know that the leadership of Bhat-Bhateni is one 
has worked a lot to transform its employees for the betterment of the company. 
Human resources are managed according to the changes occurred in the country time 
to time that influenced the internal leadership of the organization. It is particularly 
interesting factors to study that how the leadership of Bhat-Bhateni is adopting 
suitable leadership model to manage its employees in the variable situation of the 
country and in the diversified cultural and ethnic backgrounds.  
We are particularly very keen to see how Bhat-Bhateni manages its human resources 
with the suitable leadership model to adopt the social, cultural and economical 
changes of the country. There might be a significant role of the leader (Manager) of 
Bhat-Bhateni to tackle the variable situations. Staffing is one of the important factors 
of the organization. Hiring the capable persons and placing them in the appropriate 
position in the organization is one of the basic important tasks of the leader so that 
Bhat-Bhateni improved and evolved to become one of the largest Supermarket and 
Department in the Nepalese market. Culture is one of the important factors in the 
organization, which can influenced the leader to manage human resources in the 
particular way in the company.  
Therefore, we have chosen Bhat-Bhateni Supermarket and Department Store to 
analyze the leadership model. We will investigate how leader in Bhat-Bhateni manage 
the human resources in the diversified culture in the Nepalese community. We have 
created our problem formulation that helps us to find all the curiosity on how 
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leadership manages the employees for their performance development by tackling the 
different cultural dimension in Bhat-Bhateni in Nepal, Kathmandu.                          
 
1.4. Problem Formulation   
 
How does a leader develop employees’ performances in influence of external 
changes on organizational culture in a developing country?  
 
 
Sub-questions 
1. How does external changes affect the organization culture of Bhat-
Bhateni? 
2. How do effects of external changes on organizational culture influence 
employees’ behavior and performances? 
3.  How does leadership manage such influences on employees in an effective 
way? 
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CHAPTER - II 
Literature Review   
In this chapter of the thesis, theories are presented with its definition and introduction. 
How the theories mentioned here are used in the thesis and that are the sources of 
them have been described in here. Now we start it with an outline of the literatures.   
2.1. Outline of the literature /Documents   
In this part of the thesis, we are going to review the theories, which have been used to 
analyze the data for the purpose of finding the solution of the research problem. This 
project is focused on the transformational leadership and human resource 
management within an organization. Through these theoretical perspectives, we will 
analyze how the transformational leader of the company leads and transforms the 
employees’ performance to achieve the goal of the organization and how the cultural 
elements affect the leader´s and employees´ behaviors. There are some literatures, 
which we used in this review as the basic sources of the theories. The description of 
the literatures is given here in brief. 
 
 “Leadership Theory and Practice” written by Peter G. Northous, (2010):  
Peter G. Northouse aligning the approaches of modern leadership behavior writes this 
book. Northouse has presented the relevant cases in his book relating the different 
theories that are helpful for readers with ease of understanding. All the chapters are 
designed in the same structure so that it makes easy for the readers. The examples and 
the data presented in the book are fresh. Chapter nine in this book is transformational 
leadership. Transformational leadership is defined very clearly with merits and 
demerits in this chapter.  All the theories in this literature, especially the 
transformational leadership theory is applicable in the developed country and big 
companies as big and rich companies in developed countries can provide everything 
to the (facilities, resources, skills etc) employees. Same thing might not be available 
in the developing countries like Nepal. Northouse has not been able to clarify the 
effectiveness and applicability of Transformational Leadership in the context of 
developing countries like Nepal. Transformational Leadership always gives priority to 
the literal meaning; influence and motivation but it has never been specific, how the 
followers are influenced and motivated i.e. it lacks the sequence of activities. The 
conceptual concept of motivation and influence can be different from leader to the 
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leader and followers to followers demonstrating its subjective nature. And it is also 
not cleared how transformational leadership behavior is applied in the developing 
countries.  
Apart from the leadership behavior, culture and behavior is another topic, which is 
used in this thesis. It will help to analyze the data how a leader handle the 
organization different cultural dimensions. Organizational culture is one of the 
important elements in the organization that guides a leader environment. For 
analyzing the organization and its culture we have used a literature Organizational 
Theory written by Hatch et al (2006). This literature will help to analyze how national 
and international cultural dimensions influence an organization.                  
 
“Leadership in Organization” written by Yukl (2005): 
Gary Yukl wrote this book, which was published in 2005 as sixth edition. This book 
concerns how a person leads the organization. The entire chapter from one to fifteen 
is useful for the leader. All theories have been judged with appropriate cases. The 
theory presented in chapter nine is used in this thesis. In this chapter, charismatic and 
transformational leadership is introduced and described with relevant examples. This 
theoretical approach helps us to analyze the data to reach up to the logical conclusion. 
 
“Human Resource Management” written by Stephen Taylor and his colleagues (2011) 
and Dev Raj Adhikari (2011) 
There are a lot of literatures we have used in this theoretical part of thesis. Among 
them, some books, articles and online books are used as the main guideline. Human 
resource management written by Stephen Taylor and his colleagues, which was 
published, reprinted by PEARSON in 2011. Chapter 1, 4 and 5 from part 1, likewise 
part 2, part 3; chapter 12 have been used to create the theoretical outline for the 
human resource objectives. Writers have presented the theories used in this project 
very systematically with examples and relevant cases. The book written by ‘Human 
Resource Management’ written by Dev Raj Adhikari (2011), one online book ‘ 
Managing the Human resources in the 21 century’ written by Zorlu Senyucel (2009) 
are also used as the important theoretical review. These two books guided us to 
introduce and define the human resource management. 
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Organization Theory, Second edition” Written by Mary Jo Hatch with Ann L. 
Cunliffe (2006) 
This literature is important for the thesis from where main theoretical part of the 
theoretical perspective is derived. Hatch and Cunliffe (2006) presented Hofstede´s 
cultural dimensions in chapter six. This chapter will be applicable in this thesis to 
analyze the case how culture affect the leadership behavior and employees attitudes. 
The authors of this literature mentioned some of the important research statistics 
generated by the scholars who introduced the theories. Hofstede´s cultural dimensions 
help to how national culture influences on the organization. After having short 
outlines of the literary documents, we would like to proceed on to definitions of 
theories, what we are reviewing for the thesis 
2.2. Definition of Leadership  
Different scholars have defined the leadership in different ways. They accept that the 
influencing members are the prime objective of the leadership but there is controversy 
in the type of the influence exercise. But “most definitions share the assumption that it 
involves an influence process concerned with facilitating the performance of the 
collective task,” (Yukl, 2006; p: 03). Some of them are mentioned here. 
Table 8, Definition of Leadership 1 
 
Leadership is the ability of an individual to influence, motivate, and enable others to 
contribute toward the effectiveness and success of the organization” (House et al 1999, 
P. 184)   
 
Source: Yukl, G. (2006) Leadership in Organization – Sixth Edition, University at 
Albany State University of New York, PEARSON – Prentice Hall.  
According to the definition, the leader of a company should have the power to 
influence the employees. His intention should be attracting the employees to the task 
through explaining, directing, and motivating during operation for gaining the goals 
by improving the company so that he can win the respect, confidence and cooperation 
of them in achieving the goal of the company. 
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Table 9, Definition of Leadership 2 
 
“Leadership is a process whereby an individual influences a group of individuals to 
achieve a common goal.” (Northouse, 2010; p: 03). 
 
Source: Northouse, P. G. (2010), Leadership Theory and practice – Fifth Edition, 
Library of Congress Cataloging-in-Publication Data.  
 
This definition of leadership consists four factors; process, influence, group and goal.        
Organization is the group of people having specific goals (Yukl, 2006). Simply, it is 
the group of people having a specific goals and mission lead by the leader. This 
phenomenon of leading is a process that is operating system of the organization and is 
conducted by the leadership. This process happens within the organization between 
leaders and followers. This process is facilitated by means of frequent communication 
and motivation. Communication and motivation process influence the followers 
(group of people) to achieve the common goals. Therefore, we are guided and 
influenced by this definition of leadership as changes happen within the organization 
for the effective and efficient attainment of the goals. It is a process conducted 
between leadership and the followers. During this process motivation a leader plays 
the vital role influencing the employees for accomplishing their task. Change 
Management is the transforming process within the organization. According to Yukl, 
(2006; p 284), the leader encourages and influences for the change. These 
encouragement and influence are implemented effectively by virtue of motivation. 
2.3. Definition of Organizational Culture 
Organizational culture is directly affected and influenced by the social and political 
environments of the particular society from where the employees are recruited for the 
organization.   
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Table 10, Definition of Organizational Culture 
"Cultures are collective phenomena that symbolize people´s responses to the 
uncertainties and chaos that are expected in human experience. These responses fall 
into two major categories. The first is the substance of a culture—shared, emotionally 
charged belief systems that we call ideologies. The second is cultural forms—
observable entities, including communicate the substance of their culture to one 
another.” (Harrison Trice and Janice Beyer, 1993:2) 
Source: Hatch, M. J., Cunliffe, A. L. (2006), Organization Theory- Second edition. 
Oxford University, Great Clarendon Street, Oxford OX26DP.   
 
The definition says that the culture is the indication the way of life among the people 
and the organization and it is also expected human experiences, which is guided by 
the ideologies and physical and observable entities. Hatch et al, (2006) argued that 
cultures integrate diversity of human values that can be expressed in different ways.          
2.4. Definition of Human Resource Management  
Wernerfelt argued, in the organizational context, resource can be defined as any kind 
of tangible or intangible assets, which consist the strength and weakness of the 
organization, (Senyucel, 2009; p15). The resources in the organizations are 
categorized in to three groups: one is human resources; nest one is financial resources 
and the last one technical resource. In this text managing the human resources is 
importantly tried to define with the different scholars’ arguments. There are not 
unified definitions of the human resource management.  Each and every scholar has 
defined HRM from his or her own perspectives. These variables in the scholars’ 
interpretations on HRM definitions have different schools of ideologies. Some of the 
selected definitions are presented here: 
From the definitions of the Human Resources Management given in the table, it can 
be said that there are two dimensions of HRM one is Generic and strategic or 
operational. Therefore, the HRM is concerned with the people dimension that 
includes all generic HR factions such as recruitment, selection, training and 
development, performance evaluation and reward management and operational 
activities, which have a connection to business, plan with the need of people, their 
skill and knowledge within the organization. Form the definition mentioned in the 
table, HRM could be conceptualizing as following points.  
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- People are must valuable resources for the organization 
- It is an essential function of the management  
- HRM includes entire operational activities for selection, development, 
motivation and evaluation.  
- It is also integration of business strategy and operational activities. 
- Finally it is activities for achieving the competitive advantages                  
 
Table 11, Definition of HRM 
 
Sources: Adhikari D. R. (2011) Human Resource Management, Buddha Academic 
Publishers and Distributors Pvt. Ltd. Katmandu, Nepal 
There are some literatures that guide us to outline the theoretical approach of this 
project. The descriptions of the literatures are presented in the next step.       
1. “Human Resources Management (HRM) is concerned with the people dimension in 
management,” (DeCenzo D. A. and Robbins, S. P. (1991) Personnel/Human Resource 
Management, New Delhi; Practice- Hall of India.)   
2. “Human Resource Management is the strategic and operational management of 
objectives focusing the human resource in an organization.” (Mathis and John H. 
Jacson, (1997) Human Resource Management; An International Comparison, Berlin: De 
Gruyter) 
3. “Human Resource Management can be defined as consisting of the following 
elements: traditional administration personal administration (staffing, rewarding, 
work design) personal development; a specific management philosophy that values 
labor as the major asset of an organization and that regards human beings as being 
able and wiling to grow and develop; and the integration of the personnel function 
into strategic management.” (Pieper, R. (1990) Human Resource Management; and 
international comparison, Berlin; De Gruyter.)  
4. “HRM is a managerial perspective which argues the need to establish an integrated 
series of personnel policies to support organizational strategy.” (Bratton and Gold 
(2007) Human Resource Management: Theory and Practice, 4th ed. Basingstoke: Palgrave 
McMillan.) 
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2.5. Theoretical Description  
2.5.1. HRM Theory  
As already defined in the definition topic, HRM has two dimensions; generic function 
and strategic/operational function, (Torrington et all, 2011).  From these two 
dimensions we are presenting two factors under staffing objectives, which come 
under generic function. These functions concern to the recruitments, training 
development and so on. The generic functional objectives are described point wise 
below.   
Staffing Objectives  
As being a manager of the human beings in the organization, staffing is the weightiest 
task for the manager in any kind of organization. The human assets are the 
fundamental elements for the company. It should be hired and placed properly for the 
fruitful achievement of the organization. Taylor et all (2011) have suggested that the 
staffing objective consists designing of the organizational structure for the right 
people in the right position. It is directly connected to the selection, recruitment and 
development of the people to fulfill the places in the organization. Therefore, the 
organization needs to concern to the staff for the appropriately placed according to the 
organizational needs and the knowledge and skills of the people. Taylor et all (2011) 
advocate for the ‘need to compete effectively in the employment market by 
developing and retaining the best, affordable workforce that is available.’ This 
statement concerns to the complete package that should contain sufficient attraction to 
continue necessary level of the employees’ skills levels and arranging them as their 
judgment in the respective position in the organization where necessary. It is 
extremely difficult in the competitive employment market to find and retain the 
skillful and knowledgeable people in the organization. In such a situation, the 
organization has to be concerned to focus for the competitive pay scale, career 
opportunity, training and workshop and rewards and bonus as their task 
accomplished. Therefore, the staffing objectives mainly focused on the recruitment of 
the employees and their placement in the organization (job design) performance 
development, (Taylor et all, 2011, cha.1 and 2 and Adhikari, 2011 cha.4 and 6). 
Among them our discussion will be focused on job design and performance 
development.   
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Job Designing   
After completion of the recruitment process, the manager should focus on placing the 
employees in the particular places. Adhikari (2011) argued that job design is an 
essential tool of HRM to improve productivity and work quality in an organization by 
providing interesting, motivation and challenging work opportunities. Taylor (2011) 
has summarized the job design as follows:     
 
Table 12, Job Designing 
 
 
 
Mechanistic Design 
High formalization Extensive use of written procedures  
High degree of task specialization  
Strict degree of task specialization  
Low integration Little use of connection processes 
Little use of connection structure  
High centralization Little delegation of decision-making authority 
 
 
 
Organic Design 
Low Formalization Little use of written procedures 
Low degree of task specialization 
Relaxed performance control 
High Integration  Extensive use of connection processes 
Extensive use of connection structure  
Low centralization Extensive delegation of decision-making 
authority  
Curado 2006: 38; Taylor et all (2011) page 79 
Source: Taylor, S., Atkinson, C., Hall, L. and Torrington, D. (2011), Human Resource 
Management, Pearson Education Limited, Edinborg Gate , Harlow, Essex CM20 2JE, 
England.  
 Human Resource Management is for staffing of the employees. It has also more 
objectives. One of them is Performance objective that is presented here in brief.     
Performance Development   
The objective of the human resource management is to ensure the people for 
maximizing their performances what they are acting and doing in their different roles 
within the organization. The HR manager should engaged seeing the different way of 
motivating the employees for their performance maximization. Manager supervises 
and judges the performance of his subordinates and provides suggestions for 
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improvement. According to Adhikari (2011) training and development campaign to 
the people within the organization and reward system support to maximize the efforts 
and make them to focus on the performance target. Taylor et all (2011 p7) advocated 
that “It is increasingly recognized that the key determinant of superior competitive 
performance is a propensity on the part of an organization’s employees demonstrate 
discretionary efforts.”  This means the performances always depends on the tendency 
of the employees how they implement their discretionary efforts to meet the target. It 
is an employees’ engagement strategy in the human resource management. The 
manager should aware his subordinates and engage them and let them know what is 
expected so that they take ownership of their work and satisfy with the job, as a result 
they will contribute with their efforts and ideas as well, (Taylor et all, 2011 Ch. 1). It 
makes clear that without having a good understanding between manager and the 
subordinates at the time of the setting objective. Without understanding, it is difficult 
to appraise the employees. Performance appraisal is known as the review, evaluation, 
merit rating of the performances. It is the basic tool for evaluating job relevant 
strengths and weaknesses. Managing individual performance is a prime objective of 
the performance objective in the human resources management. Therefore, 
Employees’ performance management is an essential element in managing the human 
assets within the organization, which become emerging issues for planning and 
enabling individual performances management. The performance management 
involves with the organizational targets, frameworks like a balanced scorecard, 
measurements and metrics, with individual measures derived from these, Taylor et all 
(2011 p264). According to Taylor et all (2011 p268) have mentioned some key 
elements of the performance management systems, which is taken from CIPD (2005) 
are given below as their importance, (Taylor et all, 2011, page 268). (Paedey) 
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Figure 3, Key Elements Performance Management 
Source: Thornhil et al (2006)  
The figure mentioned above indicates that performance appraisal is a vital part for the 
performance development of the individual in the organization. According to 
Adhikari (2011 cha.10) and Taylor (2011 p264) appraisal is a qualitative and 
quantitative assessment of the individual personality, job performances and behavior. 
Individual personality concerns to the personal traits such as intelligence, confident 
and enthusiasm. It links individual objectives with the organizational objectives so 
that the efforts of the employee can be directed to the organizational priorities. Taylor 
and his friends on the book Human Resource Management (2011) chapter 12, Part 3 
presented a figure which typically concerns to the performance management system 
that importantly includes both development employees and compensation or reward 
aspects.  
Adhikari (2011 cha7) argued that Personal development includes training and 
development as well as performance evaluation and career development. It is a 
continuous process of educating, training and career planning. It includes the intrinsic 
and extrinsic motivation that can be pay or other policies and benefits. The main 
stages of the performance management system are presented below in figure 2, 
(Taylor et all, 2011 p 270). 
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Source: Taylor, S., Atkinson, C., Hall, L. and Torrington, D. (2011), Human Resource 
Management, Pearson Education Limited, Edinborg Gate , Harlow, Essex CM20 2JE, 
England.  
2.5.2. Transformational Leadership  
According to Burns, transformational leadership appeals to the moral values of 
followers in an attempt to uplift their consciousness about ethical issues and to 
mobilize their energy and resources to reform the institution. According to Bass, the 
process by which leaders appeal the “followers’ values and emotions is a central 
feature in current theories of” transformational and visionary leadership in the 
organization and the spirit of transformational leadership is inspiring, developing and 
empowering, (Yukl, 2006; chap: 9).  
Yukl in his book, Leadership in Organization, (sixth edition 2006), claimed that Bass 
(1985) suggested a transformational leadership theory to the initial concepts of Burn's 
ideas (1978). The extent to which leader is transformational, measured first in terms 
of his influence on the followers. The statement helps us to identify what 
transformational leadership and how do it work  “The followers feel trust, respect, 
loyalty and value to the leader and they will do more than they expected in the 
beginning. The leader motivates and transforms the followers by the activities 
reflecting charisma, intellectual arousal and individual consideration. In addition, the 
leader seeks for new working ways for identifying new opportunities versus threats 
and tries to get out of the status quo and alter the environment. Transformational 
leadership is a leadership approach that is defined as leadership that creates valuable 
Formal	  Assessment	  and	  reward	  -­‐ Annual	  Assessment	  	  -­‐ Link	  to	  pay	  and	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  of	  business	  role	  -­‐ Job	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  of	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  performance	  -­‐ Individual	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and positive change in the employees with the end goal of developing employees into 
leader,” (Padilla et all, 2010http://www.nscb.gov.ph). The employees follow the 
leaders by inspirations. This is a way to introduce the enthusiasm and energy of the 
employees.  Leader achieves great things with his vision and zeal. In such 
descriptions of transformational leadership, we can find some common elements like 
values, emotion, inspiration, development, empowerment and transaction. From the 
study of the description above it is also known that transformational leaders influence 
the followers by appealing their values and emotion to inspire, develop and empower 
them for their transformation and the transformation of the company. In relation to the 
company, we can relate values of the followers with the greater values of contributing 
the whole consumer through the qualitative products and services. The time we can 
relate the individuals’ values with organization values, psychological empowerment 
of the followers so starts which triggers enthusiasm in them and prepares them for the 
empowerment. When their individual values merge with the greater values of social 
contribution which is the organization value of the company also, they all will be 
close to each other and start looking at companies´ organization as whole rather than 
their individual identity. Then, they transcend their self-interest of doing their job for 
the sake of the organization’s goal of contributing the quality in the services what 
they are delivering. 
This is a leadership perspective that explains how the leaders changes the 
organization by creating, communicating and modeling a vision for the organization 
or work unit by inspiring employees to strive for that vision. The leader motivates his 
employees enhancing their efficiency and effectiveness in achieving the goals. Goals 
of the organization can be obtained by means of effective both-way communication 
process among the employees and the leaders. Leader is highly visible and uses a 
chain of command to get the job done. Transformational leader motivates, inspires 
and make the employees aware about the pattern of activities like to take care of the 
details, view the things minutely etc. to reach the vision (Yukl Gary, 2006 and 
Northouse, 2010). This means team members often talk, observe, criticize, and plan 
together. Leader involves staffs in collaborative goal setting, reduce employees’ 
isolation, and use practical mechanisms. Team members’ motivation for development 
is improved when they internalize goals for professional growth. This process is 
facilitated when employees are strongly committed to a company mission. When 
leader gives employees a role in solving non-routine company improvement 
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problems, they should make sure goals are open and ambitious but realistic. Leader 
stimulates team members to engage in new activities. He uses practices primarily to 
help employees work easier, not harder. The leader can find the better solution 
together with employees than alone. In this chapter transformational leadership theory 
has tried to describe the characteristics of Transformational Leadership. The 
transformational leadership behavior is going to be described in the next step.  
Transformational leadership Behavior  
Transformational leadership theory is a combination of different leadership theory 
such as charismatic, transactional and situational behavior. Transformation itself is 
the process of change. Therefore, the transformational leader always want to do 
something new in the organization by influencing, motivating and delegating the 
authority. This leadership theory will help us see the behavior of the leader in Bhat-
Bhateni Supermarket and Department Store. For this purpose it is necessary to 
identify the behaviors of the transformational leadership. This is why we are 
describing transformational leadership behavior (characteristics) in short.    
Idealized influence:  
The transformational leaders always create the vision and influence the followers. The 
charismatic behavior is one of the characteristics of the transformational leader that 
makes others follow him. The transformational leaders act as the strong role model 
for the followers, (Northouse, 2010). The transformational leader leads with moral 
values and the ethical code of conduct, (Yukl, 2006). Trust between the leader and the 
followers is built in the moral end ethical background of the leader. The leader’s 
behavior always seems excellent with followers. The idealized influence of the 
transformational leadership is the characteristics, which can build the confidence of 
the leader for engaging the followers in his vision. If the leader performs his job well 
and efficiently, the followers imitate it as the idealized influence (Ivana Simic, (1998), 
indicated two main propositions for the idealized influence process. First one is ‘The 
Role Model’ and the second is ‘The Right Things’. The leader always does the right 
things that can be the role model for the followers. 
Inspirational Motivation: 
The transformational leader motivates and inspires the followers to the appropriate 
behaviors through frequent communication. Communication skills of the leader plays 
the vital role to inspire and motivate the followers because communicating the goal of 
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the company and providing the meaning of their task is possible through 
communication. The leader’s inspiration and motivation make the followers 
committed to taking responsibility as being part of the organization by sharing the 
visions with the company, (Yukl, 2006 and Northouse, 2010).  The role of the leader 
in the transformation process always motivates and draws their attention to implement 
the new idea. Leader uses the symbols and other emotional appeals to concentrate the 
followers’ efforts for achieving their more interest than they have before.          
Intellectual Stimulation 
The objective of the intellectual stimulation in transformational leadership is to 
increase the creativity of individual and the team of the followers, (Yukl, 2006). It is 
such a talent of the leader that makes followers accepts the challenging task with 
creative and innovative ideas. Transformational leader stimulates the followers to 
challenge their own beliefs and values. This is why the followers create the new ideas 
to solve the problems, (Simic, 1998).  Leader supports the followers when they try the 
new approaches and develop the innovative ways to handle the problem in the 
company. The leader always seems ready to answer the queries of followers and the 
followers think seriously to carry out the given task. Alannah E. Rafferty and Mark A. 
Griffin, (2004), in their article Dimension of transformational leadership: Conceptual 
and empirical extensions, said, borrowing the words from Bass and Avolio, “The 
effect of intellectual stimulation are seen in the increase in the followers’ ability to 
conceptualize, comprehend and analyze problems and in the improved quality of 
solutions that they generate,” (page: 333) 
Individual Consideration:  
According to Peter G. Northouse, (2010), the fourth element of the transformational 
leadership is Individual Consideration. It includes the contingent rewards and the 
exceptional management.  The leader creates the supportive environment within the 
organization and listens the followers carefully to identify their individual need. The 
transformational leader plays the role of the coacher to coach the followers and advise 
them to assist in becoming fully accomplished. The leader empowers the followers 
and delegates them to accept and challenges, (Simic, 1998). It is most necessary to   
identify the personal needs, values, abilities, wishes and creativities of the followers 
so that the leader knows the personal differences of them to deal with.    
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2.5.3. Culture  
 Culture is a very crucial issue in international business management; however, it is 
equally challenging to get a common definition about it. After analysing different 
theories and models about culture, Reis et al (2011) notes that there are not any 
common definitions for culture. Similarly, Olie discusses over 164 different 
definitions for culture collected up until 1951 (Olie 1995, 128) and concluding with 
the same answer like Reis. Furthermore, a study of Morun (2011) determined that 
culture is a complex system of interrelated parts that must be understood holistically. 
It means that culture is an interdependent and a huge issue, which must be studied in 
whole aspects of mental and social factors, rather than just the physical symptoms. 
2.5.3.1	  Organizational	  culture	  	  
The organizational philosopher McShane and Glinow (2007:267) maintained that 
artifacts, assumptions, beliefs and values represent a cultural part, which strongly 
affects business management. The underlying values and beliefs in a culture are the 
fundamental substance of culture but very difficult to see in a surface level. Porter and 
Jain define culture in a more holistic way rather than McShane and Glinow. They 
have explained that culture is a combination of “knowledge, experience, beliefs, 
values, attitude, meaning, religion, timing, roles, special relation, and concept of the 
universes and material objects and possession acquired by a large group of people in 
the course of generalization through years” (McShane and Glinow, 1991: 25). Culture 
is a crucial and huge issue, which has always been a topic of interest for many 
researchers. The deeply rooted and underlying values and belief systems determine 
the artefacts, physical and behaviour part of human life, which are the most 
interesting topics to snoop through a study. 
The culture of an organization is the way that it does things within an organization. It 
manifests in the ceremonial of the organization, working times, people and their 
habits. According to Northouse (page 336), “ Culture is defined as the learned beliefs, 
values, rules, norms, symbols and traditions that are common to a group of people. It 
is theses shared qualities of a group that make them unique. Culture is dynamic and 
transmitted to others.” The definition indicates that culture is the clear guideline for 
people working in the organization to achieve a common goal of the team. It can be 
identified on the symbols and traditions of the organizations. Culture of the 
organization are also identified by the norms, values and rules and it is behavior of 
people working in an organization as part of it that can be seen at the time of action. 
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E. B. Tylor a British socialist also defined as “that complex whole which includes 
knowledge, belief, art, morals, law, custom, and any other capabilities and habits 
acquired by man as a member of society.” Organizational cultures have a relationship 
with the environment in which the organization is located and recruiting and 
operating its entire activities.  The members or employees of the organization join 
with having already socialized by different cultural institutions like family, 
community, school, colleges, church/Temple/ Musk etc. Hatch, M., J. and Cunliffe, 
A., L. (2006, p175), therefore, argued “Once the employees become organizational 
members, their values, identities and skills meld with those of the organization 
thereby carrying aspects of national as well as regional, industrial, occupational and 
professional cultures into the organization.” Therefore, the culture can influence and 
create the corporate architecture together with a different aspect of the local 
community.  
Cultural dimensions 
 Culture is identified and classified by the various characteristics. Hofstede and 
Schein have explained different demotions of cultures, which are being tried to 
explain separately in short in this part of the thesis.  
Hofstede´s cultural dimension:  
Hofstede studied in how national cultures influenced the Multinational companies in 
the different countries. His study IBM Company in the various countries during the 
period of 1967 to 1973, he found distinctive patterns according to the national cultural 
differences. He had concluded these patterns into four dimensions, (Hatch and 
Cunliffe, 2006):  
Power Distance 
According to Hofstede, this dimension of culture refers to power within an 
organization exercised or shared by the people or groups unequally, (Northouse, 
2010). Hofstede also emphasized that the acceptance of an unequal distribution of 
power, wealth and prestige within an organization to the members is the power 
distance. The inequality of power can be high or low which are called in the high 
power distance and low power distance in Hofstede´s cultural dimension. According 
to the Hofstede´s data, the power distance of the organization in the different 
countries depends on the cultural differences of the country, (Hatch and Cunliffe, 
2006). For instance, inequality in Denmark is not acceptable. They belief in flat 
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organizational structure as well as Danish unwillingness to acceptance of unequal 
distribution of wealth can be seen in the high income tax. In Denmark if the people try 
to put them forward as more powerful than others, they immediately reprimanded and 
reminded of the inherent equality (Hatch and Cunliffe, 2006). It indicates that there is 
lower power distance. Therefore, they do not tolerate the inequality. On the other 
hand, where the power distance is high, inequality is considered as a normal thing. 
For instance, Brazil, Singapore and India as well Nepal believe on the hierarchy 
where people involves in the unequal distribution of the authority. 
In the culture of high power distance subordinates are always being awaited for the 
command what they need to do. Therefore, hierarchy is necessary that indicates the 
inequality. In culture followed by low power distance, subordinates expect to be 
consulted by their superiors. In low uncertainty avoidance culture, people work in the 
situation where few rules and little structured environment. Innovative ideas and 
different opinions are accepted in it. People work in a stress free situation.     
         
Uncertainty avoidance 
Uncertainty avoidance is one of the cultural dimensions introduced by Hofstede. This 
dimension is applied to measure the degree of laws and regulations over ambiguity 
and risk. According to Hofstede, “ different society has different levels of tolerance 
for uncertainty and that these differences can be defined as the degree to which 
members of a culture feel threatened by ambiguity or risk,” Hatch, and Conliffe, 2006 
p 184). Northouse (2010) describe it as the cultural dimension that refers the context 
on which society, organization and group rely on some established social norms, 
rituals and procedures that avoid the uncertainty. Therefore, it is concerns with the use 
of rules, structures and laws to make things more predictable and less uncertain. 
Uncertainty avoidance is categorized in to two types: strong uncertainty avoidance 
and low uncertainty avoidance. Rule regulations and control are strongly applicable in 
string uncertainty avoidance where as in low uncertainty avoidance these things are 
applied in very low level so that innovative ideas and different opinions are accepted 
friendly. Therefore, the Countries characterized by weak uncertainty do not perceive 
something different to be dangerous. But in strong uncertainty avoidance societies, 
people will seek to reduce uncertainty by imposing rules and systems. According to 
Hofstede (2001), Nepal has strong uncertainty avoidance compared to Denmark. 
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Individualism vs. collectivism                            
Individualism and collectivism whereas is defined by Hofstede (2001) as the 
individual’s importance towards themselves or to a group. Generally, individualism 
culture is expected to look for his or her immediate family, after himself or herself but 
collectivism culture gives important to his or her group before him/herself. (Hacth and 
Cunliffe, 2006: p184), argued that “individualism versus collectivism involves the 
degree to which individual in culture are expected to act independently of other 
members of the society.” Therefore, this culture dimension describes the degree that 
organization encourages institutional collective action. Individualism versus 
collectivism can be found how people live together and how their religious belief is. 
Hofstede also pointed out task take precedence over the relationship in the 
organizations from individualistic culture, whereas relationships prevail over tasks in 
from the collectivist cultures, (Hacth and Cunliffe, 2006: p184). In some societies 
(like in Nepal, India, Pakistan) people are group oriented and have their loyalty to the 
group. Children learn to say `we'. While in other societies such as in Denmark, United 
Kingdom, USA individualism is more important, with a lower emphasis on loyalty 
and protection. And children learn to say `I'. Individualism is opposition of 
collectivism, which is the degree to which individuals are integrated into groups. 
Masculinity vs. femininity   
 The cultural dimension masculinity versus femininity indicates the degree of 
separation between genders role in the organization. The culture determines the 
degree of involvement of gender in the organizational tasks. Hofstede´s study added 
masculine dominated culture emphasis on work with having goals to do with career 
advancement and earning, and their members’ valued assertiveness, decisiveness and 
selling oneself. The feminine dominated culture emphasis the work goal on the 
concerning interpersonal relationships, services and preserving the physical 
environment. Hofstede also found in his research that “ women held more 
professional and technical jobs and were treated more equally in highly feminine 
culture than in the culture high in the masculinity scale. "Masculinity pertains to 
societies in which social gender roles are clearly distinct; feminine societies are those 
in which social gender roles overlap" (Leung; Moore, 2003).  Thus famine and 
masculinity refer to the gender role not the physical characteristics. In a masculine 
society like Nepal there is division of labour where the more assertive tasks are given 
to men. There is a stress on academic success, competition and achievement in 
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careers. In a feminine society such as Denmark there is a stress on relationships, 
compromise, life skills and social performance.  In the recent years, Nepalese society, 
however, is also changing the gender roles and realizing that gender equality is the 
most important factor contributing to the development of western countries (Nepal bar 
association 2009). The last 10-15 years have seen big changes in the `feminization' 
process from the behaviour of Western democracies and as a result, Nepalese society 
is developing from masculinity to a femininity culture.        
2.5.4. Leadership behavior and culture 
After discussion of the dimension of cultures, how leadership behavior and cultures 
are interrelated each other, will be discussed in this part.  Any kind of organization 
especially a large organization should manage a huge number of employees from the 
different cultural backgrounds. A leader´s behavior should be appropriate and 
acceptable for those all who have come from various cultural backgrounds. 
Globalization is being advancing globally that increased the interrelationship and 
interdependence socially, technically, politically and economically, (Northouse, 
2010). Culture of a particular country or organization is influenced by these 
circumstances. A leader of an organization need handle such cultural environment 
successfully so that he can manage the employees. Alder and Bartholomew (1992) 
summarized that a leader must has five cultural competences, (Northouse, 2010).  
- A leader should understand business, cultural and political environment 
- A should understand perspectives, tastes, trends and technology of other 
cultures 
- A leader should be able to work with people from many other cultural 
backgrounds 
- A leader should adopt to living and communicating in other cultures 
-  A leader should learn to relate people in other cultures from a position        
Ting-Toomey  (1999) also emphasized that a leader need some skills of transcultural 
vision for development of communication competencies that enable to articulate and 
implement his vision in the cultural diversified working place.                 
2.5.5. Application of the Theories in the Thesis   
We are investigating leadership model of an organization that is operating in the 
developing country. For this purpose, we are analyzing the case by applying three 
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main theoretical perspectives: transformational leadership, human resource 
management; staffing and Hofstede´s cultural dimensions.  
Human resources are one of the basic requirements for any organization to function 
internal and external systems. Human resources in an organization should be managed 
appropriately for the right function. A good leader always focuses to select and put a 
right person in the right position, and they are empowered and delegated power and 
authority with responsibilities. Such power and authority delegation and 
empowerment is only possible through the transformation process. Therefore, 
transformation leadership and human resources management; staffing objectives are 
interrelated in this research. We will see how transformation leadership theoretical 
perspective is influencing the employees in the organization to achieve its goals. 
Culture is one of the important factors that directly affect the leadership behavior and 
the employees’ psychology. A cultural factor of the organization indicates the 
leadership style, leaders behavior, organizational structure and many more activities 
related to the employees and their behavior, which we have described above in the 
theoretical parts. A leader should have the knowledge of the cultural dimensions and 
other cultural factors to understand the employees’ psychology and their behavior 
working style. For instance, if the society beliefs in the autocratic behavior, the leader 
and the employees work in the organizational follows the vertical hierarchy.  On the 
other hand, if the society is following the democratic behavior obviously the 
organization operated in such society follows the democratic leadership style and they 
follow the flat organization style where the transformation process of the employees 
easier and faster (Yukl Gary, 2006 and Northouse, 2010). According to the political 
changes in Nepal from active monarchy to republic democratic system, organizations 
and private companies are also affected by these changes. There are a lot of labor 
unions are established as the sister organization of the political parties. These all labor 
unions have their branch in the most of the big companies. Because of these political 
issues and public awareness, human resource management in Bhat-Bhateni is 
challenging for the leader. Leadership, human resources and the cultural aspects are 
interrelated topics. If we want to see transformational leadership behavior in the Bhat-
Bhateni, of course human resource management comes together with. Without having 
knowledge of cultural factors, it is difficult to understand how a leader manages his 
staffs in the different positions in the different departments.  
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CHAPTER – III METHODOLOGY  
3.1. Introduction 
According to Pedersen (2001) methodology is a strategy of analysis, which related to 
why it proceeds with analysis and how to generate information and test theories 
according to the particular criteria. This part of the research is a collection of the 
methods, procedures, rules and also methodology creates the boundary for the 
research. This part of the thesis is also important for the research from where the 
readers get information how we collected and analysed the data in the context of 
Bhat-Bhateni Supermarket and Department Store operated in the developing country 
like Nepal. It is an academic research for the purpose of identifying the leadership 
employees´ behavior in the cultural background of a developing country. Through this 
thesis, we will try to investigate how a leader influences the employees to transform 
them and how cultural factors affect the process of transformation. We are highly 
concerned to the cultural factors that influence the leadership behavior and employees 
working styles. 1992 was the date of turning point for Bhat-Bhateni, when the 
company enlarged its with more than 20 employees with purchasing and accounting 
department and then Bhat-Bhateni is booming day by day with successful landmark in 
the industry. Successful leadership to manage the human resources within the 
organization is importantly playing the roles for this successful improvement. Internal 
parts of the company like Leadership. Staffing and Cultural aspects are a crucial part 
to make a company successful. It is important to know how a leader manages his 
employees and how he addresses the cultural dimensions so that he can influence the 
followers for the productive outcomes. This thesis will try to analyse how the job in 
Bhat-Bhateni is designed, and human resources are utilized, how the leader influences 
the employees and how the cultural factors affect the effective leadership. Therefore, 
this project will analyse the internal part of Bhat-Bhateni. Especially we will focus on 
the human resource part of the organization. 
In this thesis, we are trying to see the human resource activities with an effective 
leadership. We are also trying to identify what cultural dimensions have the 
dominated position so that the leadership is being followed in the company. We are 
going to use three theoretical perspectives in this thesis. We like to see through 
transformational theory to leadership behavior in Bhat-Bhateni. Secondly we will see 
staffing objective of human resource management. And then we will use cultural 
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theory. We will test three theoretical perspectives with the data collated through 
different means. For the data collection, we have chosen to managing director of 
Bhat-Bhateni who handles department of human resources management also. We 
have made an interview him, which our primary source of data. Secondary data is also 
used in this thesis, which are already used for the different purposes. The literature, 
which we have already used in the literature review are also the secondary data of this 
research.  This is why the whole thesis will be bounded for testing three theoretical 
perspectives Staffing objectives of HRM, Transformational theory and cultural 
dimensions on relevant data collected from the different sources. 
It is also important to understand different links in the research question (problem 
formulation). According to Poul Bitsch Olsen (2008 p172) “Problem formulation is 
the text that will determine the way the group carries out the thesis, and it is the basis 
of the whole methodological discussion. It has a certain structure mainly two links 
and their relation, A, è and B.” This indicates that A is related to B. the sign “è” 
creates the relation between A and B. A is the independent variables where as B is 
what regards as a result of A.  In the thesis problem formulation is formulated as 
“How does a leader develop employees’ performances in influence of external 
changes on organizational culture in a developing country?  
From this research question the three parts are as follows: 
 
Table 13, Structure of problem formulation 
  
Leadership = A 
Develop = è  
Employees´ Performance = B 
Source: Pedersen, K. and Olsen, P. B., (2008) Problem – Oriented Project Work. A 
Work Book, Roskilde University Press 
3.2 Purpose of the research 
Robson (2002) argued, “An exploratory study is a valuable means of finding out what 
is happening to seek new insights to ask questions and to assess phenomena in a new 
light,” (Thornhill, 2009 p139). In this research, we are trying to explore the 
relationship between leadership and employees in a particular organization. The 
research is also help for finding what happens in the organization to maintain the 
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relationship leadership and employees in different cultural dimensions. According to 
Thornhill (2009) Exploratory study demands interview with experts in the subject for 
what the research is being done. It is also important in this study to have some of the 
documents and focus group of the organization. To conduct this research, the 
documents are collected and reviewed, which are going to be tested here. Likewise, 
and an interview was made with the company expert. We have also focused with the 
group of the employees via survey. Therefore, the purpose of this research is to 
explore how cultural factors influence the leadership and employees’ outcomes.           
3.3. Research Design 
Research Model 
The model of the thesis is Ad Hoc Model. Generally the solution is designed for the 
particular problem and task in Ad Hoc Model. Because of specification in a particular 
problem and the case, Ad Hoc model follows the analysis without consideration of 
general application. According to Pederson (2008) Ad Hoc method maintains research 
problem of thesis that can connect to the social field investigation. The social 
scientific theory comes as the part with argument backing conclusion in the model. 
Overall analysis design of the thesis is illustrated in the way of Ad Hoc model 
incorporates with social science theory, Pederson and Olsen, 2008 p145-147). The 
data generated for the thesis will be interpreted with the theoretical tools and the 
arguments will be supported by the theories.        
Research Approach  
The research has followed the pragmatic approach. According to Thornhill et al 
(2009) pragmatic approach allows to the authors to use any methods, techniques and 
procedures in the research associating with either quantitative or qualitative research. 
It also allows using different methods either in a same time of one by one. This 
research also follows different methods at a time. Secondary data collection, interview 
and survey have been conducted during the process of data collection. This research 
also follows the data triangulation. The information is judged by the three methods of 
data collection.           
Research strategy and methods 
The knowledge and reality are created according to the ontology and epistemology. 
Hatch (2006) concludes that, ontology concerns our assumptions about reality and 
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epistemology is concerned with knowledge how you can know. According to this 
ontology and epistemology people make their perspective.  
This research is conducted in symbolic interpretive perspective that is comparatively 
relevant to this research because “Symbolic interpretation” is willing to extend the 
definition of empirical reality to include forms of experience that lie outside the reach 
of the five senses, as do emotion and intuition by applying subjectivism for ontology, 
“interpretation for epistemology” (Hatch 2006: 15), where leaders behaviours. and 
organizational development are identified in subjective perspective and analysed in 
interpretive perspective. According to Denscombe’s suggestion, mixed method is 
used as a research strategy “to evaluate new policy, compare alternatives on a 
phenomenon, combine aspects of the other strategy” (2010:06). 
The research was undertaken in a qualitative and descriptive framework. The 
researcher used a semi-structured approach to its data collection and analysis. The 
descriptive framework enabled the description of the state of affairs relating to the 
research queries, as it exists at present. The main beneficial characteristic of such 
methodology was that the researcher could use the facts or information already 
available, and analyse these to make a critical evaluation of the material. The 
qualitative design was concerned with the subjective assessment of generated data 
including those of attitudes, opinions and behaviours reflected. The qualitative pane 
enabled the author to put forward his insights and impressions from the research 
process. The research focused on gathering information to identify changing 
environment and leaders behaviour. For the literature review, secondary data 
collection was exploited; meanwhile, the information for research questions was 
gathered using primary data collection method.  
The secondary information was collected as existing literatures. The quantitative data 
or statistics were collected from reliable sources. The assessments, documents, reports 
and surveys of relevant I/NGO, national/international government bodies and 
local/international media were studied.  
The descriptive frame has been used to find the answers of questions concerning the 
current leadership issues in external changing environment. The attained statistics 
were thoroughly described or reported thereafter. Similarly, the qualitative part was 
applied to analyse and find detailed answers on the particular research questions.   
The first phase of the research is conducted by one set of semi-structured interviews 
to identify organizational development and leadership behaviour in managerial 
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perspective. Denscombe (2010) suggested that the semi-structured interview is useful 
to make more open up to the respondent in given topic.  
During the second phase, questionnaire surveys are conducted to “cover a large area 
of research and to standardize the data” ((Denscombe, 2010 p156). The aim of this 
research is to verify the crucial issues of leadership behaviour. There are two kinds of 
questionnaire: “facts and opinions” (Denscombe, 2010 p 157), in this research both of 
them are considered to make a quantitative as well as qualities research.  
The questionnaire survey is designed under an exploratory sampling technique. The 
exploratory sampling is considered because, “exploratory sampling is often used in 
small-scale research and tends to lend them as a qualitative data” ((Denscombe, 2010 
p 24).  
Quota sampling gives flexibility for the researcher to subjectively judge the inclusion 
of different strata in the sample population and based on this notion; the interviews 
and questionnaires were made also inclusive to represent both managers and 
employees. Thus, the sample is scientific, genuine and reflects the issues of leadership 
in the organization.  
3.4 Data collection  
The logical conclusion of the research is only possible on the basis of reliable data 
and its methods of collection. We have used both quantitative and qualitative data. 
Quantitative data is collected through questionnaire survey. We have chosen majority 
of the employees from 3 branches with head branch. Apart from the questionnaire 
survey, we have used interview also. We made the interview with general manager of 
the company. Some of the data used in the thesis also collected by visiting the 
company website and other relevant secondary sources. This means we have applied 
both primary and secondary and qualitative and quantitative data. But we would like 
to more focus on the primary data. Therefore, we are presenting here what, how and 
why primary data are collected.      
Primary data 
Primary data is the fresh data, which is reliable for the thesis in a logical conclusion. 
According to Saunders et al (2009) primary data is collected from the people 
associated with the particular company by the authors of the thesis. We have collected 
the primary data from the survey from the employees and short interviews with 
managers. 
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Interview   
One of the fist hand data is collected through interview. Because of business of the 
managing director, he could not provide us enough time for the interview. He 
suggested interviewing his subordinates Mr. Akhil Adhikari. He is HR manager of the 
company and has been working in the company from last 15 years. The main purpose 
of the interview is to bring out how the cultural changes affect the company for its HR 
management. And also we have focused what techniques the leader of Bhat-Bhateni 
applied to resolve the problems. For instance, we focused on these topics when we 
interviewed: 
-       Identification of external (cultural) changes 
-       Impact on employees’ behaviour and performance because of changes 
-       Problem faced by the leader 
-       Techniques applied by the leader to resolve the problem 
There were not already prepared questions for the interview. It is because we want to 
go into the inner depth of the issue. We started with informal talk and slowly got into 
the issue. During the talking time, we have asked 5 major questions that are presented 
in the appendix. But whole interview period was guided by above-mentioned topics. 
The purpose of the interview is to identify the changes that affect the company, its 
impact on employees’ behavior and performances and how the leader of the company 
tackled the situations. The vernacular of the company was Nepalese. It is because 
language can be a barrier to bring out the real fact.     
These points will help for bringing out the logical answer of the problem formulation 
on the basis of theoretical perspectives. The questions and their answers will be 
discussed in the empirical part of the thesis.  
Questionnaire Survey      
One of the important sources of the data for our thesis is questionnaire survey. Paper 
and pencil were used in the survey that means the printed-paper with questions and 
pencil were delivered to the employees, and they put tick mark on the answer as their 
choice. All of the employees in Bhat-Bhateni Supermarket and Department Store tried 
to be included for survey campaign, but unfortunately because of time limitation we 
could not hand in our questionnaire to all employees working in all branches in 
Kathmandu valley and out of Kathmandu valley. We could collect answers from 370 
employees out of 565. Among them 173 out of 240 employees from head branch and 
197 out of 325 employees from other two branches. 195 employees were not covered 
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with our survey because either they were in long holiday and or they could not give 
back their paper. One of us from our group (Dipak Sapkota) was in Nepal for 
conducting the survey campaign to collect primary data. He handed the questionnaires 
to employees with the help of some friends in Kathmandu, Kiran Bhandari. Dinesh 
Neupane, Tchitiz Karki and Prem Neupane.           
One week later, we took the survey paper back and mixed up them to interpret in the 
text, which we have attached in the appendix. Except this questionnaire survey, we 
have also used the Internet websites of Bhat-Bhateni and other related fields, which 
were published by the company about different activities regarding the company’s 
human resource activities. The questions included in the questionnaire were organized 
accordance with theoretical approaches that directly linked to the problem 
formulation. The purposes of the survey are to bring out the relevant data, which was 
not possible to get from the interview and secondary data. It will also support us to 
verify the given by HR manager in the interview during analyzing the case. Therefore, 
the questions were asked within following three topics to know 
- Whether the organization is growing continuous.  
- Whether the changing environment is fluctuated.  
- Whether the employees’ performance is improving the changing environment.  
- Whether the leader´s able to transfer and control the situation.          
Secondary Data 
Secondary data is collected from different journals, newspapers, websites, radio and 
televisions. This is necessary to gather the information of outside from a company 
that affects the company. This data collection is concerns cultural factors, which 
related to the external changes. It is important for having data for this thesis because 
the entire nation´s cultures as well as organization´s culture are affected. Therefore, 
data is collected on the following three topics. 
-       Political changes 
-       Social and cultural changes 
-       Technological changes  
3.5 Data presentation and Data analysis  
The data collected from the different methods will be presented separately in the 
empirical findings chapter and in the next chapter it is tested with theoretical 
perspectives. The gathered data in the research were qualitatively analysed. The data 
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analysis specifically focused on the categorization, ordering and summarizing the data 
to obtain an answer to the research questions. The primary data was transcribed using 
audio recorder; also field notes were maintained to get a snapshot of data being 
collected. The raw data was edited using ‘central editing’ technique, where the 
researcher undertook the task only after the completion of particular schedules of field 
visit/data collection. The repetitive contents were opted out, and the data was coded 
according to the field location and theme of data. After having reduced the raw data 
through editing, the data was further classified making cluster of answers to the 
particular research questions. Afterwards, the data was abstracted on different 
categories of data analysis methods.  
3.6. Validity 
Olsen and Pederson (2008) argued that validity refers to the measurement of the data. 
It includes the relevancy of the data used. It concerns with the findings are really 
about what they appear to be. Some of the measurements are adopted to strengthen 
the validity of the thesis. Data are gathered through multiple sources like interview, 
questionnaire survey and report, journal and webpages. Data triangulation is 
maintained to validate the collected data. First of all interview has been taken and 
then questionnaire survey has been conducted so that data verified each other. The 
theoretical perspectives guided all the questions in the interview and survey. The 
secondary data collected through authentic articles, journals and available websites. 
These data will help to analyse the cultural changes of the nation and the 
company.        
3.7. Reliability 
According to Olsen and Pedersen 2008) and Saunders (2009), reliability is the 
consistency of the measurement of data in research. It is all about the data and its 
collection techniques. It refers to the extent, which data collection techniques and 
analysis procedures yield consistent findings. Therefore, the data are collected from 
the reliable sources. HR manager of the company was interviewed, and the survey 
was also conducted within employees of the company. Before proceeding to the data 
collection process we reviewed the theories and designed the questions so that we 
could get the real answers as we expected from the theoretical backgrounds. The 
sources of the secondary data are also reliable.        
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3.8. Importance 
“Mostly a research is important in the scientific and the non-scientific field because 
new problem, events, phenomena and process occur every day. Practical 
implementation and solution are required for tackling new problems that can be 
possible through investigations and research,” (Rajasekhar, 2006 p2). This thesis is 
also an investigation and research which will solve the problem scientifically. The 
author will investigate how the cultural change affects Bhat-Bhateni for managing its 
employees and the how the leader handle the situation. There are three dimensions to 
investigate: cultural elements, employees’ behavior and performance and leadership 
behavior and techniques. These all dimensions are tested in the case of Bhat-Bhateni 
against three theoretical perspectives. Therefore, thesis has academic importance and 
practical importance. It can contribute by testing the theories in a different field and in 
a different way so that it can provide new knowledge for the academician. On the 
other hand, it is important for practical life in the organization. It will suggest how the 
employees are managed in the by a leader in the turbulence situation for the 
organization development. Genuine writers and researchers wrote the articles and the 
journals by using reliable sources of data.  
3.9. Delimitation 
The motto of the thesis is to investigate the how Bhat-Bhateni Supermarket and 
Department Store is adopting the changes happened in the country. Political, social 
and technological changes brought a lot of changes on behavior of the employees. 
The entire culture of the nation and the business organizations´ culture are also 
affected by the changes. It is very difficult task for the leader of any organization to 
manage the turbulence situation and the situation of cultural changes. The employees´ 
transformation process is another challenging work for a leader in the company. The 
investigation is focused on how the external changes affect the company culture and 
affected culture changes the behavior of the employees and how the leader utilizes the 
changing behavior of the employees in a company. The data is analysed with the 
theoretical perspectives in the thesis to achieve the logical answer of the research 
question. Therefore, we have a discussion on three major theoretical perspectives; 
Culture, HR management (only Job designing and performance objectives) and 
transformational leadership. The major source of the data collection is Bhat-Bhateni 
Supermarket and Department Store. Among three sources of collection for thesis two 
are primary and one is secondary. Both primary data collected within the company 
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through interview and questionnaire survey. The secondary data collected through 
different sources from outside the company. This is the reason that investigation 
highly concerned to the case of Bhat-Bhateni Supermarket and department Store. This 
is not done as the consultant research of the company. It follows formal structures and 
procedures to fulfil the academic requirements.       
 
 
 
 
3.10. Methodology of the thesis at a glance 
Figure 5, Methodological Structure 
 
Source: Taylor et all (2011 p138)   
3.11 Ethical issues  
Throughout the research discourse, the researcher has abided by the ethical code of 
conducts. The researcher has valued the local culture and traditions, and dealt with 
every participant in the study with respect and dignity. In every situation, the 
established rights of research participants have been protected and equally promoted. 
People have not been forced into participating in the research, which is the 
fundamental of the principle of voluntary participation in research ethics. The 
respondents were at least asked for an oral consent in Nepalese language, and the 
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questions asked to them were in simplified language either avoiding or simplifying 
technical words or jargons.  
This research guarantees the participants confidentiality; the participants were assured 
that identifying information would not be made available to anyone who is not 
directly involved in the study. Only those of the participant name is cited who has 
given permission to publish. The stricter standard maintained by this study is the 
principle of anonymity which essentially means that the participant will remain 
anonymous throughout the study and its’ reporting. Clearly, the anonymity standard is 
a stronger guarantee of privacy. All of the universal ethical practices were considered 
to eliminate the ethical errors. The  “Code of Ethics and Conduct” guidance published 
by the Ethics Committee of the British Psychological Society (2009) was considered a 
framework for the ethical issues of the research Table.   
Code of Ethics and Conduct 
Table 14, Ethical issues 
 
Source: Thornhill (2009) page 168 and Trochim (2006) 
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3.8.	  Thesis	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Figure	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CHAPTER – IV Empirical Findings  
 
In this part of the thesis, we will present the data collected from the different data 
collection methods. First of all we present overall situation of the country that affect 
the internal part of the company leadership behavior and employee empowerment. 
The main sources of the data are secondary.  
4.2. Empirical findings through Interview  
Continuous organizational development in fluctuate changing environment  
According to the interview of the company manager, this organization achieving 
strong success continuously. The historical background of the company shows that it 
was a one-man family business, but right now it is a largest retailer in the industry of 
Nepalese retailor market. He claimed that Bhat-Bhateni is the first modernized 
supermarket in Nepal. He also tried to emphasize that Bhat-Bhateni started to boom in 
the industry from 1992 when the investment rises up to 6 million (in Nepali currency) 
with 10 employees. Within a period of two years company hired 30 employees to 
provide its service to customers in the supermarket area of 45,00 sq. ft. Mr. Akhil 
Adhikari was saying us that these two years from 1992 to 1994 are the foundation 
period of the company to become a largest company in the country. He clarified the 
reason that the managing director Mr. Min Bahadur Gurung, he is also owner of the 
company developed the new concept of business with a broad mission and vision, 
which can be matched with the country´s new economy policy after restoration of 
democracy. This indicates that Mr. Gurung adopted the political and economic 
changes of the country for company´s growth and development. Mr. Adhikari human 
resource manager of the company gave stressed on its development period from 1994 
to 2004. This period is also a historical period of the company. Company could 
provide the job for more than 200 people. After four years in 2008, the employees in 
the company rise to 750 and 1000 in 2011. In the middle of the year 2013, company 
has opened 5 branches in the Kathmandu valley and 2 out side of the valley. 
According to Mr. Adhikari, company has around 2000 employees in the 700,000 sq. 
ft. sales area. Now the company has 3 to 5 floors 7 modernized building with modern 
computerized equipment. He concluded its story by telling us that the company did a 
lot of changes in the company to become a number one retailer in the industry. The 
time line shows the development stage of Bhat-Bhateni.  
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Figure 7, Development timeline of Bhat-Bhateni 
 
Source: http://www.bbsm.com.np/new/uploaded/download/bbsm-history-timeline.pdf  
 
He told us another interesting point that related to change that might be interesting for 
us, therefore, we have asked him another question as what kind of change you are 
trying tell us.  
HR Manager Mr. Adhikari answered us “One of the fundamental change of the 
company is; a family business company transformed into a largest corporate 
organization in the industry.” He was also trying to explain the internal changes on 
HR management because of external changes. He especially focused on political and 
economic changes of the country, which affect the company´s internal management 
policy. Such changes in the country brought Compulsory education; Public awareness 
and women empowerment activities gave pressure to the company to reform the 
organizational structure. Mr. Min Bahadur Gurung, managing director, realized such 
pressure and made change possible in organizational structure from vertical to semi-
horizontal, Mr. Adhikari said us. He pointed out one of the visible changes in the 
company that gender discrimination is completely stopped and started to give equal 
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salary to men and women for the same task. Labor unions are organized after the 
restoration of democracy. They are working as a pressure group in the company. 
According to Mr. Adhikari, pressure groups creates open discussion forum in the 
company for the employees. Our Managing director utilized these groups for the 
positive ways said HR manager. He also pointed that communication policy changed 
so that the employees may put their view to the management via pressure groups, 
meetings or through direct hotline telephone social medias.           
Unchanged Employees behavior and performance  
During the interview, the company manager did not feel any remarkable changing 
behavior of the employees. He clearly mentioned that the employees followed all the 
decisions of the management to achieve the goal of the company even though the 
external environment was not favorable for the organizations. He argued that because 
of unhealthy multiparty democracy, the political parties and their wings organizations 
tried to interfere in many cases in especially on the HR management sector. For 
instance, most of the major parties organized their labor wings and started to demand 
unnecessary wants and they also demanded to organize their organization in the 
company. During the period of 30 years from 1984 till these days there were a lot of 
changes in the country, which brought a lot of changes within organizations also. He 
added some of the companies went down, and some are closed for forever like first 
and largest Sigerate Factory “Janakpur Churot Karkhana” which had more than 3 
thousand employees completely closed 5 years before, Everest Memento Apparels 
one of the largest garment factory of having 5000 employees and so on Khanna 
Garment, which was closed 3 years before and many other companies are facing 
problems because external environmental changes like political changes, education, 
awareness of human rights, women education, technological development etc. “But 
Bhat-Bhateni is one of the company that has never been affected by such changes. 
When other companies´ growth was decreasing because of employees´ behavior such 
as participating in the political parties´ campaign and strikes (Nepal Banda) and other 
demands, Bhat-Bhateni was rising up,” the HR manager, who was interviewed, 
precisely focused on this situation. When he was answering our questions as saying 
that there were a lot of obstacles in the organization is facing because of external 
changes which made a change in country culture, we were eager to know how 
employees performance became better in Bhat-Bhateni so that it grew day after day. 
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Therefore, we have asked another question as how the external changes affect on 
employees performance. The answer of HR manager Mr. Akhil Adhikari is mentioned 
in the next paragraph.  
In his answer, he mentioned a remarkable statement that “ Managing director always 
open to hear the employees´ voices and adopt the external changes before having any 
trouble within the company because of that changes.” Mr. Min Bahadur Gurung, the 
managing director of the company, used the unions´ leaders as the strong means of 
communication so that the information passes to the followers fast, which has higher 
chances of accepting it, Mr. Adhikari said analyzing his boss and his pro-activeness 
behavior. He also organizes the regular meeting with the employees and their unions´ 
leaders, so that makes easy to him to utilize their knowledge and skills for the 
company´s benefits, which helps company manager to evaluate the performances of 
the employees, Mr. Adhikari added again. Such discussion and evaluation helps for 
setting the performance objective of the employees. Because of Education and public 
awareness employees expectations become more sophisticated and higher than before 
that became a headache for the company. Mr. Adhikari precisely focused one 
statement, “We always sit together why particular task is important for us and how it 
is accomplished and what we achieve at the end.” It indicates that the leader of the 
company always gives the task with a target to the employees, which need to be 
accomplished in particular schedule. According to HR manager Mr. Adhikari, Mr. 
Min Bahadur Grurung, Managing director of the company, did a lot of changes within 
the company to minimize the risk of consequences because of external changes. 
Company has implemented all necessary technologies to improve the working 
environment and the employees develop the performance through workshop, training, 
and they have also created healthy working environment, career development etc. He 
added that Bhat-Bhateni Supermarket and Department Store follows particular system 
of performance management. Company has a specific job description and objectives 
of organization that should be understood by the every employee and Bhat-Bhateni 
also tries to know individual interest of the employees so that the company may 
creates the development plans of the organization together with the employees. HR 
manager Mr. Adhikari has also indicated in the interview that the company has a 
monitoring system of the employees’ performance so that the manager may provide 
feedback and support to employees by the ongoing review. It helps the employees to 
revise the ongoing task for the better performances.  When the HR manager was 
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unfolding the secret of the company´s policy on performance development, he also 
said that there is not only the opportunity to participate in the personal development 
but also the company has a policy of performance related pay and the annual regular 
assessment policy that helps employees promotion, which motivate employees to 
engage to utilize and maximize their skills for showing the better performances.       
Most importantly Mr. Adhikari focused on a transparent employee evaluation system, 
which make possible to put right people in the right place so that they feel proud to be 
employees in this company. He also added that because of external changes like 
public awareness, education, new technologies, human rights and political changes, 
these changes and improvements raise the employees’ expectations and their 
demands. Bhat-Bhateni is compelled to follow such changes and adopt the modern 
job design. According to the HR manager, evolution of company size and 
development of employees´ skills and knowledge Bhat-Bhateni changed its 
formalized activities into informal and delegated decision making authorities. He also 
explained another important element why behavior of the people working in the 
company are still positive to the company even there are a lot of changes happened in 
the country. He added, there is a very limited option of better other jobs in the country 
so that the employees do not want to lose their job. He tried to support his own words 
by adding that the number of the population of the country is increasing day by day 
and the number of youth, and the educated unemployment is also growing everyday. 
It creates the scarcity of job in the market. When he was continuously telling the 
evidences and employees development, and their better performances, I interrupted 
him and asked another question as how these all thing became possible in the Bhat-
Bhateni. He tried to unfold his leader´s behavior and his intelligence of leading the 
employees, which presented here in the next step.                                  
Leader´s Transformational behavior  
According to the interview with the manager, he focused on leader´s pro-activeness is 
the most important factor in the company mobilize the employees for their better 
performances. According to the HR manager, Mr. Adhikari, his boss is always 
engaged seeking something new in the company. Therefore, he inspired the 
employees by communicating about the task and objectives of it, which makes them 
accept and honor by the group to accomplish the particular task. The owner, who is 
handling the company as a leader, always seems to be a model for the subordinates. 
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Everybody respects him for his honest behaviors trustworthy activities. Mr. Adhikari, 
one of the subordinates of the leader claims that he has capabilities to convince his 
subordinates. Because of these characteristics Mr. Min Bahadur Gurung integrate all 
employees to make success his vision for making the company number one in the 
industry, HR manager again said a remarkable statement, “Managing Director of the 
Bhat-Bhateni always makes clear communication to all the employees through 
different means of communication.” He also added, “He includes the representative 
(leaders of the unions) of the employees in the decision making process and also uses 
the modern technologies of communications like social media, mobile phones, 
internet etc.” It helps our leader to transfer his idea to the subordinates to implement it 
efficiently. Because of frequent communication with the subordinates, leader can 
easily communicate his vision to the employees in the different levels. The owner of 
Bhat-Bhateni Supermarket and Department Store, Mr. Min Bahadur Gurung always 
seems positive and ready and open for the discussion if the followers bring new ideas, 
which help them to accept the challenges and innovate new ideas, Mr. Adhikari 
added. He also said that his leader always remains keep in touch with his employees. 
He knows most of the employees in the company personally. He updates his 
employees record time to time so that he can identify the importance of each 
employee and also identify his or her personal needs and abilities so that he gives 
responsibilities according to their skills.        
4.2. Empirical finding through Survey   
According to the data collected from the questionnaire survey, the majority of the 
employees responded with answers. There were 15 questions. Among them, 4 
questions were asked to get their information that provides us detail of the participants 
as following and finding of the rest 11 questions presented below.    
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Figure 8, Respondents´ statistic 
Male 193 
Female 177 
 
  
 
 
Recently appointed 65  
Working from last five years 
175 
More than 5 years 130  
 
Source: Appendix 2  
 
Data of from the survey indicates that most of the employees replied positively in 10 
questions and only in question number 8 minorities of the employees has replied as 
the disagreement with the statement. All most employees are agreed that the numbers 
of employees are increasing in the company, which supports 306 respondents in the 
question number 1 as development of the company. The survey also found that 339 
employees are conscious about the political and social changes. The data also 
indicates that only 18 employees are not feeling of change, and 13 do not care it 
because they have replied as neither agree nor disagree with the statement. Majority 
of the employees are entertaining their behavior because of technology and changing 
environment but very few, 6 in numbers, employees have a disagreement with the 
statement and 61 replied as neutral. It means working behavior in Bhat-Bhateni is 
changing. In the survey, 351 employees are feeling more responsible than before, 
which indicates the employees are empowered and delegated. It shows the result in 
the sixth statement, which regarded as the performances. For instance 327, 
respondents are agreeing with the statement “I can work as better than before.” Only 
43 employees replied, as they do not know whether they are working better. In the 
number 8 of the survey question, the respondents replied oppositely as other 
questions. The majority of the employees said that the employees becoming 
Participants 370 
Non Participants 195 
Total 
Employees 565 
Literate (can read & write only 
24  
Educated (SLC pass & Above 
346 
	   53	  
responsible and working more better than before, not because of the influence of 
external changes. Only 96 employees agreed on the statement, and 51 are neutral even 
though most of the employees are agreeing with the statement regarding questions/ 
statements change and growth in the organization. This is one of the surprising 
answers, which we found in the entire data collection. It might drive the thesis in the 
interesting and logical points. Leader in Bhat-Bhateni is always being touch with the 
employees to understand them and watch their performances. 262 employees feel that 
their leader knows every activity regarding their task but 40 do not belief that he 
knows it, and 63 do not know whether their leaders knows. The data indicates that 
295 employees in agreed as they are informed already about the upcoming activities / 
changes in the organization and 46 are replied as they are not informed and 23 
responded as neutral. Finally, 233 appreciate their leader and replied as their leader 
inspires them to work in the company with dedicatedly. The survey is presented in 
graph below:  
 Figure 9, Findin of survey 
 
Source: Appendix 2  
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CHAPTER	  -­‐V	  
5.1. Analysis / Discussion   
In this part of the thesis, a reader may find analyze and discussion. Finding of the data 
is presented above in the empirical finding section and the theories are reviewed in 
the literature review chapter. The researchers have investigated the case of Bhat-
Bhateni only with theoretical perspectives so that we have presented analysis and 
same time in the same topic. Therefore, analysis and discussion topics are not 
presented separately.  
5.1.1. Impact of External changes on Organizational Culture  
Power Distance  
According to Khadka (2009) and Timsina (2012) there is hierarchical social structure 
in Nepalese society as Braman in first position, Chhetri in second position, Baisya in 
third and Sudra is in the fourth or last position, which indicates the social 
discrimination and high power distance in the structure of Nepalese society. In such 
society, people in lower level should follow the command of higher level. In such 
social culture, the speech of Braman is known of the word of god. One-way 
communication “Top to Bottom” was strictly followed.  But this discrimination is 
reducing very fast in the Nepalese educated community and politically conscious 
people are also against such vertical social structure. In our case, Bhat-Bhateni has 
reduced its high hierarchical organizational structure. And HR manager also answered 
in an interview that the organizational structure is changed from vertical to semi-
horizontal structure so that the employees should not wait upper level decisions for 
the minor cases. There were eight levels in its organizational structure before, but, 
now, there are only 4 levels in the structure: Managing Director, Department head 
(e.g.) HR manager and so on), Supervisor and worker. Bhat-Bhateni eliminates the 
post of deputy from its organizational structure. It shows that it has eliminated middle 
management in each level. It indicates that the changing scenario in Nepalese society 
in regard to power distance has also influenced the organization structure of Bhat-
Bhateni, where it has reduced its hierarchical structure. Though Hofstede´s theory 
suggests that there is a high power distance in developing nations, our case study 
suggests there is a high power distance prevailing in Nepalese society is reducing 
rapidly due to the education and the growing political consciousness in people. Our 
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study suggests that there is influence of such reducing power distance in Nepalese 
society on the organization structure of Bhat-Bhateni also. 
 Hoftede´s cultural dimension of power distance argues that, in high power distance, 
the subordinates need to be waited for the command but in low power distance the 
employees can do their work independently because of power delegation and flat 
hierarchical structure of the organization, (Hatch & Cunliffe, 2006). This theoretical 
and empirical combination indicates that Bhat-Bhateni has been influenced by 
external changes and has transformed its organizational culture accordingly.  
Uncertainty avoidance  
 According to HR manager, people do not want to lose their job once they get because 
of high unemployment prevailing in Nepal, which makes difficult to find another job. 
Therefore, there is high employee retention rate in Bhat-Bhateni. This high employee 
retention suggests that there is strong uncertainty avoidance in the company in regard 
to employees. The data of the survey also supports the statement of HR manager. 
According to survey, 175 employees are working since last 10 years and 130 since 
from last five years. Only 65 employees have been appointed this year. These 
statistics indicates the employees in Bhat-Bhateni are log-term oriented and do not 
want to change their employment being afraid of loosing their job. HR manager said 
that the employees hired once, they want loose it because the percentage of 
unemployment is very high in the country. The data indicates there is strong 
uncertainty avoidance.  And when we have seen the organization´s development time 
line, Bhat-Bhateni is investing a huge investment and it is expanding by opening the 
new branches taking high risk.  It indicates that the managing director of Bhat-
Bhateni is taking high risk even though the external environment is not in business 
friendly. It shows uncertainty avoidance in Bhat-Bhateni Supermarket and 
Department Store in regard to its leadership, and top management is weak.  Thus, 
here, the study suggests that there can be strong uncertainty avoidance in regard to 
particular things and weak in regard to others within the same organization, which is 
contradictory Hofstede´s argument that there is strong uncertainty avoidance in a 
developing nation. Thus, here, Hofstede has failed to study unequal distribution of 
uncertainty avoidance a micro level in a society or an organization. 
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Individualism VS Collectivism 
According to Khadka (2009) and Timsina (2012) after restoration of democracy and 
establishment of Federal Republic, people are starting to setup their own group and 
unite according to their profession, and political ideology so that they can protect their 
interest collectively. Those, who have not joined any trade union or political party, 
have joined either Human Right organization or Civil Society or consumers´ 
organization. It indicates that people in Nepal believe in collectivism. According to 
HR manager of Bhat-Bhateni, employees are associated with three different labor 
unions and the members are loyal to their unions. Hofstede´s cultural dimension of 
individualism vs. collectivism also says, in collectivism people seems loyal to their 
groups for collective achievement where relationship prevail over  the task in a 
collectivist culture, (Hatch & Cunliffe, 2006). Thus, the data suggest that the 
collectivist culture of Nepalese society has influenced Bhat-Bhateni, which justifies 
Hofstede´s argument that there is collectivist culture in developing nations, which 
strongly influences organizational culture also. 
Masculinity VS Femininity 
Khadka (2009) and Timsina (2012) argued that political and social changes influence 
the organization to change the internal employees management system. They also 
claimed that the changes brought a lot of expectation of employees in human rights 
and democratic activities in the internal employees management system of the 
organizations. Central Intelligence Agency, (2008) claimed the total number of 
literate population in Nepal is 51% where, there is huge discrimination between men 
and women education: 71 percent of men are literate where only 46 percent women 
are literate. In spite of this situation of the country, the survey has found there are 177 
female employees, which is close to 193 male employees. Therefore, it is pointing out 
Bhat-Bhateni is empowering the female employees to emphasize specific goals and 
interpersonal relationship and services. Hofstede´s research also found that in the 
female dominant culture, the organization emphasizes work goal, interpersonal 
relationship, service and preserving the physical environment. Hofstede´s theory 
argues that there is male domination in society of developing nations. However, in the 
case of Bhat-Bhateni, the employee ratio between male and female suggests that there 
is not such extreme male domination in its organization. 
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5.1.1.1. Preliminary Conclusion   
The case has been analyzed with cultural perspective of Hofstede´s four cultural 
dimensions. The analysis found that the political and social changes affect the 
organizational culture in Bhat-Bhateni. Increasing number of educated population, 
awareness and reduction of ethnical discrimination enforce Bhat-Bhateni eliminates 
the post of deputy from its organizational structure to narrow down the power 
distance. It shows that it has eliminated middle management in each level. It indicates 
that the changing scenario in Nepalese society in regard to power distance has also 
influenced the organization structure of Bhat-Bhateni, where it has reduced its 
hierarchical structure. The analysis also found that the external changes are not 
equally affected leadership level and employees level because there is strong 
uncertainty avoidance in regards to the employee´s level, but there is weak 
uncertainty avoidance in the leadership level, which is contradictory Hofstede´s 
argument that there is strong uncertainty avoidance in a developing nation. The study 
found that the external changes have dominated on individualism VS collectivism 
dimension as Hofstede´s argument that there is collectivist culture in developing 
national, which is strongly influencing in Bhat-Bhateni. Gender discrimination is not 
accepted in Bhat-Bhateni, the analysis has found. The number of male and female 
employees are pointed such a situation in the company, which his not impressed by 
the external influences as male dominant culture in the nation. Hofstede´s theory 
argues that there is male domination in society of developing nations. However, in the 
case of Bhat-Bhateni, the employee ratio between male and female suggests that there 
is not such extreme male domination in its organization.     
5.1.2. Impact of changes on employee behavior and performances  
According to Hatch and Cunliffe (2006) culture of any organization has a strong 
relation with a society where it is located. The employees of the organization have 
been socialized differently and have different roles in the society that can influence 
the organization in different ways. It is also influenced by the external changes. In the 
history of Bhat-Bhateni Supermarket and Department Store, there were a lot of 
political changes in Nepal. Restoration of democracy in 1990 and establishment of the 
federal republic in 2005 are the major political changes. These changes brought 
decentralization in the political system, and it also developed the expectation on 
democratic behavior of the people, (Norman, 2009). The data suggests that there is 
the influence of the external environment on Bhat-Bhateni due to differently 
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socialized employees social and political context of Nepalese society. It also suggests 
that the changes in the external environment have also influenced Bhat-Bhateni from 
its organizational structure to behaviors and performance of its employees and 
leaders. According to HR manager, Bhat-Bhateni has changed organizational 
structure from vertical to semi-horizontal to democratize the organization, which can 
help to fulfill the changing attitudes of employees. In survey, most of the employees 
out of 370 mentioned that they feel more responsible and can work better than before. 
It shows that the power distance in Bhat-Bhateni has reduced; and such change in 
power distance has influenced the performance of its employees and increased their 
work efficiency. 
According HR manager of Bhat-Bhateni, after reducing the hierarchical levels in 
organization, managers could easily reach the employees and knew more about them 
and their problems; and employees could also easily reach to them, talk to them about 
their concerns and problems. He mentioned that it made their communication better 
and helped to solve the problems in a shorter time.  
Northouse (2010), Hatch, et all (2006) argued that culture is dynamic and transmitted 
to others.  Once the employees join the organization, their values identity and skills 
are integrated with the values and identity of the organizational aspect of national as 
well as regional, industrial, occupational and professional culture. The data from the 
interview indicates that external changes affect the values and beliefs of the company. 
According to HR manager, Bhat-Bhateni allows employees to implement their ideas 
and develops new ideas. The company is also allowing employees to unite in different 
unions according to their philosophical and ideological choice. Formation of different 
unions developed their awareness on labor rights, human rights, political rights As 
their unions were politically affiliated, they some times went on strikes to support the 
nation wise strike programs, which created a situation of confrontation. Thus, the 
influence of the external environment has a negative influence on employees’ 
performance.  
According to a definition given by Harrison and Janice (1993) Cultures are collective 
phenomena that symbolize people´s responses to the uncertainty and chaos that are 
expected in human experiences. They also added that these responses could be 
categorized in two categories as first one is ideology: changed believes, emotionality 
etc. and second is observable entities. According to Pyakurel (2012) the Nepalese 
society created many power groups rather than empowering the society.  Pyakurel 
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also argued, because of multiparty system, the major parties created their own labor 
unions in large companies including Bhat-Bhateni, which has a direct impact on 
employees´ behavior.  According to HR manager, the employees´ behaviors were 
changing and their expectations rising up than before. As a result of this, Bhat-
Bhateni provided them with fixed work schedule and increased their salary 
(bbsm.com.np). According to HR manager, the increasement in their salary and fixed 
working schedule increased their job satisfaction and started working better. In the 
survey also, most of the respondents replied that they are working better than before 
and are working in a more responsible way (Appendix 2). 
When the practical scenario of the company is observed through the cultural 
perspective, it is seen that Bhat-Bhateni is highly influenced by the national cultural 
changes that have changed the general public values and behavior of the society. 
After restoration of democracy, the people were influenced by the different political 
philosophy and ideology and it has entered into Bhat-Bhateni through labor unions 
and personal influences of the employees that work as a pressure group within the 
company. Pyakurel (2012) has argued that parties are equally advocating and 
denouncing each other in every issue. According to Mr. Adhikari, HR manager of 
Bhat-Bhateni, the political cultures tried to affect Bhat-Bhateni many times in the 30 
years period of its establishment, but the company adopted it positively and adjusts 
the changes. Mr. Adhikari said with example that some of the companies could not 
survive because of not accepting the changing behavior of the employees in the 
company, but Bhat-Bhateni did not have any difficulties because it has flexibilities in 
practice of adapting the changes. The overall external changes are fluctuated in the 
country that affect the big companies, which have a large number of employees some 
of the companies are still suffering with the changes and some of them closed, but the 
data indicates that Bhat-Bhateni Supermarket and Department Store is developing its 
business rapidly. According to the time line given by HR manager, Bhat-Bhateni has 
never been back in history of its development. According to Norman (2009) 
democratic movement has brought decentralization policy in the Nepalese society that 
brought a revolution and in the organizational system and the public behavior in 
Nepalese society. Because of political awareness they started to belief in democratic 
behavior, less dictatorship, people started to join political a party as their philosophy 
and ideology and they also develop their knowledge having equal access on education 
and workshop conducted by political parties to their cadres. These activities in the 
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society started creating values. The theoretical perspectives of cultural theory also 
indicate that values and beliefs are the fundamental substance of the culture in the 
organization that is derived from the society in the organization, (McShane and 
Glinow, 2007).  Not only HR manager was trying to explain the cultural changes 
brought change on the behavior of the employees, but survey also indicates that 
employees are also observing the changes in the society. 339 out of 370 employees 
were agreed that they are observing the political and social instability from last many 
years. And same way, when we have asked whether they agree on the statement 
“technology and working behavior is changing,” 303 employees out of 370 replied as 
`Yes. Only 6 employees were against the statement, and 61 were in the neutral 
position, (Appendix 2).  
As we have discussed before that there is high unemployment in Nepal, which has 
contributed to high employee retention rate. As the more employees remain for a 
longer time, it increased their skills and efficiency. In the case of Bhat-Bhateni, the 
data suggests that the higher retention rate of the employees has contributed in the 
employees´ performance positively. 
This data indicates that there is a huge change in the organization on its artifact, 
values and beliefs. The secondary data indicates that there is a lot of changes in the 
environment. For instance political changes brought democratic multiparty system 
that changes the behavior of the people in a democratic way so that power distance 
narrowing than before, (Khadka, 2009). The changes are also minimizes the gender 
discrimination as a result equal wage to men and women for the same task is 
implemented, and women education is given priority, which strengthen them to work 
in the companies together with men. During the period last some decades, as a result 
of rapid population growth, unemployment rate increases that have a positive impact 
for companies to get labor in the market. According to Timsina (2009) ethnical 
discrimination is also narrowed down. Central Intelligence Agency (2012) mentioned 
the data of education in Nepal, which is increased up to 57%, but still women 
education rate is 46% where as men is 71%. In general this ratio of increasing is 
positive for the organization to empower the employees, but it is difficult to equally 
empower the women. The entire technological development affects the company to 
change its artifacts such as its building, comprised management system and so on.        
The data gathered from the interview and survey indicates that the external changes 
have a huge impact on human resource in Bhat-Bhateni. Although having an impact 
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of external changes fluctuate cultural instability on employees’ behavior, Bhat-
Bhateni smoothly improved and develops the employees’ performances, HR manager 
argued. According to HR manager, the changes are happening in the organization not 
only because of external changes but the changes in Bhat-Bhateni are happening its 
own development as well. There were very few employees in the company, but now 
there are about 2000 employees, which cannot be controlled mechanically, so Bhat-
Bhateni has developed a systematic way of work division in the company. Taylor et al 
(2011, p78) “organizations grow, however, procedures are normally established 
which guide action to ensure consistency across a range of the situation and people.” 
It indicates that the employees’ behaviors are affected due to changing roles and 
responsibilities with company growth.               
According to Taylor et al (2011) performances of employees’ roles on the clarity and 
communicating of goals to understand what is expected and order of priorities. Mr. 
Adhikari said in the interview that the company has developed the system to remain 
keep in touch with the employees with different tools of communication, which helps 
to communicate the specific goals for the particular task that need to be accomplish in 
a particular period. Bhat-Bhateni always categorizes the task in order as their 
importance. Taylor et al (2011) has also agued that, performance assessment and 
target setting are the first two elements in the organization, which can paly the major 
role for the goal achievement through employee performances. Mr. Adhikari has also 
pointed out that the Bhat-Bhateni organizes frequent meetings with employees and 
their union leaders that help to evaluate the employees’ knowledge and skills and it 
also benefits the company to keep the employees in touch with the managers and 
particular department heads. In the interview HR manager said that Bhat-Bhateni 
Supermarket and Department Store has developed a systematic employees evaluation 
policy. It appraises the employees and motivates them for improving the knowledge 
and skill for the further development. It also assists the managers to put right people 
in the right position, which can be a strong element for empowering and delegating 
them the necessary authorities. There is a systematic way of performance 
management in the organization, which should be flowed by the organization. 
According to Taylor at al (2011) company should define the roles and objective of the 
organization; it is also necessary for a company for planning the performance. In the 
third step, the company should engage in the ongoing management support and 
reviews. And finally any company should evaluate and reward the employees. HR 
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Manager Mr. Akhil Adhikari pointed out some specific procedures of performance 
management in Bhat-Bhateni.         
 
         
 
 
 
 
                    
 
 
 
According to HR manager, implementation of new performance management policy 
becomes easier by accepting and adopting the external changes. For instance, Bhat-
Bhateni improved on its technologies, provided enough materials to the employees to 
easier their task and strengthens the communication tools. The data of the 
questionnaire survey also said that 351 employees out of 370 are feeling more 
responsible than before where as the 303 employees are agreed on the statement on 
“technology, and working behavior is changing, (Appendix 2).” This statistic 
indicates that in spite of change in culture and technology, employees´ performances 
are better than before. The answers of the survey question number 6 proved it by 
replying 327 employees as they work better than before.  According to Taylor et al 
(2011) development of the organization have led to a number of changes in the 
structure and job design. The data gathered from the interview indicates that Bhat-
Bhateni is changing the formalized activities to the informal and delegated decision-
making authorities. In the questionnaire survey, majority of the employees agreed that 
the numbers of employees are increasing in the company, (Appendix 2). Company 
growth and increasing the number employees has given pressure for the management 
of Bhat-Bhateni transfer its mechanistic organizational design into the flexible design. 
HR manager Mr. Adhikari also tried to explain that the company follows such 
-­‐ Performance	  based	  pay	  and	  promotion	  based	  annual	  evaluation	  	  	  
-­‐ Specific	  Job	  Description	  of	  employees	  and	  the	  Understood	  organizational	  goals	  
-­‐ Knowing	  individual	  interest	  and	  personal	  expectations	  for	  the	  employees	  development	  	  	  -­‐ 	  
-­‐	  Manager	  provides	  feedback	  and	  support	  continuously	  	  
Figure	  10,	  Performance	  process	  in	  Bhat-­‐
Bhateni 
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changes in the company by including the employees and their representatives in the 
decision making process and putting them in a specific place as their skills and 
knowledge.  
5.1.2.1. Preliminary Conclusion     
During the analysis of the case with theoretical perspective job designing and 
performance management of HRM, we have found that effects of external changes in 
organizational culture have influenced the behavior and performance of the 
employees. Due to narrowing down power distance, organizational structure is 
changed, and the employees are started to participate in the decision-making process, 
and they feel more responsible and empowered so that they can fix their problem 
faster than before. Collectivism culture supports the managing director for setting 
target and assesses the performance because small power distance and collectivism 
plays the effective role in communication. But sometimes the employees influenced 
negatively and participate in the strikes to support their major party´s program, which 
is negative behavior brought into the company by external influences. The analysis 
also found that external influence on uncertainty avoidance employees’ behavior, 
which helps to develop their knowledge and skill because employees in Bhat-Bhateni 
are retaining since many years. It helps the managing director to take high risk. Data 
analysis with the theoretical perspective of masculine VS femininity, the gender 
discrimination is allowed in the Bhat-Bhateni. High number of women employees and 
equal salary for the same ask indicates that there is any gender´s domination. Finally, 
it can be said that the influence of external changes on organizational culture effect 
the employees` behavior and performances.  
5.1.3. Transformational leadership inspiration  
According to Yukl (2006) and Northouse (2010) transformational leadership believes 
in change and wants to do something new in the organization by influencing, 
motivating, empowering and delegating authority to the subordinates because the 
main theme of this leadership behavior in an organization is to manage the process of 
change. In the case of Bhat-Bhateni, the study suggests, the leader behaves pro-
actively to implement new changes in the Bhat-Bhateni. The survey indicates that the 
employees are observing the political and social instability in the country. The data 
analyzed in the previous topics indicates that external changes are influencing 
organizational culture in Bhat-Bhateni. HR manager said that Managing Director 
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handled the situation and utilized the changes in a productive way. He also added the 
managing director empowers the employees by giving training, sending workshop and 
by organizing the seminars and so on for developing skills and performances. Thus, 
power delegation to the lower level is implemented in an easy way. It does not 
develop their performances only, but the survey data indicates that the employees 
become more responsible, (Appendix 2).  According to HR manager, Mr. Akhil 
Adhikari, Managing Director organizes frequent international visit seminars for the 
mutual co-operation with international and multinational companies. Such kind of 
meetings and seminars develop the leader´s competencies, which help him to innovate 
new things and creates new idea. He gives such opportunity for the subordinates to 
participate in such meetings and seminars so that they can develop their knowledge 
and skills that support to lift up performance level. Mr. Adhikari argued that 
employees, who participate in such meeting and seminar and a visit to the different 
multinational companies, bring new ideas and technologies.  Managing director of 
Bhat-Bhateni utilized it as the tools of motivation of the employees.  
The data collected form the interview and survey indicate that external changes are 
influencing the culture dimensions of Bhat-Bhateni so that behavior of the employees 
are changing but in contrast the company business developing rapidly and increasing 
the number of employees, (Appendix 2). On the other hand, the survey indicates the 
surprising result. Majority of the employees (223 out of 370) argued that the changes 
of working behavior of employees in Bhat-Bhateni is not because of external changes. 
This kind of contradictory data diverted us to investigate how managing director as a 
transformational leader adopted the changes on organizational culture and influences 
the employees to become more responsible on their work. Therefore, in the next step, 
we will discuss transformational leader´s behavior, which handled the situation in 
Bhat-Bhateni.   
Idealized Influence of leader  
Development timeline of Bhat-Bhateni indicates, the leader has taken a bold step to 
raise the investment in the situation of political instability, when other investors were 
in the defensive position. According his interview in BBC Nepali Service 
(Youtube.com), there is a huge benefit if the entrepreneur can accept challenges and 
minimizes the risks. Therefore, he enlarged his supermarket into 3000 sq. ft. and hired 
more new staffs in 1992 when there was the transaction period of the political system 
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in the country. Same way in 2004 during the period of revolution in the country, he 
invested again extended the business in 1,05,000 sq. ft. of five floored building with 
35,000 products. There were 200+ employees, (Appendix 3). This charismatic 
behavior of the Managing Director influenced the employees. According to his 
interview taken by BBC reporter, he is equally responsible to the society. Thus, he 
provides scholarship for students and builds the school building and hospital in the 
remote area of the country under the activities Corporate Social Responsibilities, and 
he was also awarded “Management Awards 2011” (Youtube.com). It increases the 
moral and ethical value of the Managing Director in the society, which supports to 
influence the employees ideally. According to Northouse (2010) and Yukl (2006) 
transformational leader leads with strong role model for the followers by influencing 
his moral and ethical values.     
Leader´s Inspirational Motivation  
The data shows that Managing director motivate the employees by inspiring them in 
different ways. 233 employees say the are inspired by the leader, (Appendix, 2) When 
the external changes enforce to change its organizational structure, which already 
discussed in the previous topics, the leader pro-actively adopted changes and reduced 
the level of hierarchy of power distance and utilized such changes to build two-way 
communication, Managing director´s interview says. It makes the employees more 
responsible then before that proofs by the survey. In the survey, 351 employees 
agreed the statement “I feel more responsible than before,” (Appendix, 2). This data 
indicates that the employees are becoming more responsible after the change in a 
culture, which leader has adopted because of external influences. HR manager has 
emphasized that managing director includes the union leaders in important decision-
making process regarding the case of employees’ behaviors, performances and their 
individual needs so that leaders forwarded important information to the members very 
fast, which can be implemented immediately. He also added that each and every 
follower could reach their leader through different tools of communication like social 
media, mobile and email.  Survey data also indicates that 295 employees during the 
survey answered that managing director communicates the employees and provide 
pre-information about what they are doing in the future, (Appendix, 2).  This data that 
leader evaluate the situation and predicts the possible consequences. Therefore, he 
pro-actively handles the situation before having difficulties.  According to HR 
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manager, there is no gender discrimination within the organization that is also an 
important motivational factor that inspires the women employees impute their better 
performances. According to Northouse (2010) and Yukl (2006) the role of 
transformational leader in an organization is to motivate the subordinates and draws 
their attention to implement the new idea. They have also added that transformational 
leader´s inspiration and motivation makes the followers committed to taking 
responsibilities. 
Intellectual Stimulation  
The data analyzed above in the previous topics shows that the changes of 
organizational culture influenced the employees´ behavior and performances in Bhat-
Bhateni. It makes managing director of Bhat-Bhateni to behave his subordinates 
intellectually. Managing director of Bhat-Bhateni encourages the employees by 
providing the opportunity to develop their skills and knowledge. According to HR 
manager, Managing director of Bhat-Bhateni frequently organizes training and 
seminars for employees and he also added that he provides the opportunity to 
employees to participate in the international seminars and field trips to the 
international market. 303 respondents have replied in the survey that technology and 
working environment on the organization are changing so that they are not only 
working, but there is an environment of learning by doing. Mr. Adhikari said that his 
leader wants to keep in touch with subordinates for the discussion to develop a new 
idea, which makes ready for employees to accept the challenges occurred in the 
company. 241 employees agreed on the statement “I am learning with working,” 
(Appendix 2). The data also indicates that when employees are allowed to bring their 
new ideas to develop the creativity to solve their problem, managing director supports 
them. According to survey, the employee retention is very high, which means there 
are experienced and skillful employees in Bhat-Bhateni, (Appendix 2). The survey 
has found another important finding that 346 respondents out of 370 in Bhat-Bhateni 
are educated, (Appendix, 2). It indicates that when managing director assists and 
provide pre-information about upcoming activities, the employees are able to accept 
the challenging task to accomplish it in creative and innovative way. Simic (1998) 
and Yukl (2006) transformational leadership is a talent of a leader that makes the 
followers the challenging task with creative and innovative idea so that they can 
conceptualize, comprehend and analyze problems in the improved quality.  
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Individual Consideration  
The changing culture in Bhat-Bhateni indicates that there is collectivist culture, so 
they are loyal to their unions. Because of their groups, it is easy to implement the 
decision very fast, but individual evaluation and consideration might be affected. 
Therefore, managing director deliberates his subordinates individually,  
Even though the company has collectivism cultural values.  In the Survey 261 
employees said that a leader knows everything about the work of individual. The HR 
manager also said that managing director updates the employees´ performance record 
time to time so that he knows skills and abilities of employees to give them 
responsibilities in accordance. According to HR manager, managing director of Bhat-
Bhateni listens comments of every follower and tries to fix their individual needs and 
expectation.  Therefore, they respect and follow the particular norms, and values of 
the company due to the leadership role played by the Managing Director Mr. Min 
Bahadur Gurung; and his act accordingly. HR manager added, for instance, expertise 
working skills of the employees, immediate implementation of the changes indicate 
that personal values and identity are blended with organizational values and identity, 
which creates values for Bhat-Bhateni. Thus, employees have the will and intrinsic 
motivation in their task. Simic (1998) the leader empowers and delegates the 
subordinates to accept the challenges. Northouse (2010) also considered should create 
the supportive environment in the organization to identify the individual needs, which 
possible through individual consideration.  
5.1.3.1.	  Preliminary	  Conclusion	  	  
The data has been analyzed with theoretical perspective of transformational 
leadership to find the answer of the third sub-question, “How does transformational 
leadership manage the influences of cultural changes on employees in an effective 
way?” When four behaviors of the transformational leadership analyzed with the data, 
we found that managing director´s charismatic behavior plays an important role in 
Bhat-bhateni to manage the employees effectively. His courage of risk taking in the 
unfriendly situation encourages the employees’ work together with him, and his social 
activities and contribution to the society increases the moral and ethical values, which 
encourages his subordinates to follow him. Managing director of Bhat-Bhateni is a 
pro-active leader, who clears and bring into line plan to accomplish the goal. 
Therefore, the analysis found that managing director do not wait until the situation to 
react on it, but he already set out the path, direction and vision for the team to resolve 
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the possible consequences.  The analysis also found that managing director stimulates 
the employees logically by encouraging them to improve education, knowledge and 
skills, which make employees of Bhat-Bhateni accomplish the challenging task 
innovatively. Even though the collectivist organizational culture is followed in 
organizational level, managing director considers hi subordinates individually to 
understand individual personality development for the intrinsic motivation.    
5.2 Conclusion We	   have	   analyzed	   the	   information	   generated	   from	   the	   collected	   data	   to	  investigate	  transformational	  leadership	  effectiveness	  in	  the	  situation	  of	  external	  influences	  on	  organizational	  culture	  in	  the	  case	  Bhat-­‐Bhateni	  for	  the	  purpose	  of	  finding	  the	  answer	  of	  problem	  formulation.	  We	  have	  got	  interesting	  finding	  from	  the	  research	  on	  the	  leadership	  behavior	  and	  organizational	  development.	  	  When	   we	   have	   analyzed	   the	   information,	   we	   have	   found	   that	   the	   external	  changes;	   political,	   social	   and	   technological	   factor	   affect	   the	   organizational	  cultures.	  When	  we	   have	   seen	   through	   four	   dimensions	   of	   cultural	   perspective,	  power	  distance	  is	  highly	  influenced	  on	  organizational	  structure	  and	  transferred	  it	   into	   the	   semi-­‐horizontal	   structure,	   power	   decentralized	   and	   two-­‐way	  communication.	  The	  analysis	  found	  that	  external	  changes	  strengthen	  uncertainty	  avoidance,	   but	   top-­‐level	   leadership´s	   uncertainty	   avoidance	   seems	   weak,	   so	  managing	   director	   is	   taking	   high	   risk	   in	   investment	   as	   well	   as	   delivering	   the	  authority	  to	  subordinates.	  	  	  Because	  of	  cultural	  changes,	  the	  employees’	  behavior	  and	  performances	  are	  also	  affecting.	   Narrowing	   down	   the	   power	   distance	   develop	   the	   employees	  participative	   behavior,	   which	   helps	   them	   solve	   their	   problem	   together	   in	   a	  group.	  The	  analysis	  also	  found	  that	  the	  employees	  retains	  for	  the	  long	  period	  to	  avoid	   the	   high-­‐risk	   unemployment,	   increase	   their	   working	   experiences	   and	  skills.	  	  	  	  	  	  When	  the	  data	  has	  been	  analyzed,	  it	  indicates	  that	  the	  transformational	  behavior	  of	   managing	   director	   has	   played	   an	   important	   role	   in	   effective	   employees´	  management.	   The	   analysis	   found	   that	   the	   top-­‐level	   leadership	   of	   Bhat-­‐Bhateni	  could	  able	   to	   transfer	   the	  challenges	   into	  opportunity.	  The	  research	  also	   found	  that	   the	   leader´s	   charismatic	   and	   highly	   intellectual	   behaviors	   motivate	   the	  employees	   in	   a	   positive	   way.	   He	   allowed	   employees	   to	   organize	   in	   the	   labor	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unions,	   and	   he	   used	   such	   unions	   as	   the	   strong	  means	   of	   communication.	   The	  political	   and	  social	   factors	   inspired	   the	   leader	  and	  he	   reduced	   the	  hierarchy	  of	  organization	   and	   delivered	   necessary	   authority	   that	   make	   employees	   more	  responsible	  and	  better	  performer.	  The analysis found that managing director do not 
wait until the situation to react on it, but he already set out the path, direction and 
vision for the team to resolve the possible consequences. He has given equal priority 
to the women employees, but the society is far way on this case. His high risk taking 
behavior to invest in a turmoil situation and delivering the authority to employees is 
also inspirational factor of leader that help the employees to manage the external 
influences on them. 	  	  	  	  	  	  Finally,	   we	   came	   to	   the	   conclusion	   that	   managing	   director	   transforms	   the	  employees	  with	  his	  charismatic	  and	   intellectual	  behavior.	  His	  characteristics	   to	  inspire	   and	   motivate	   the	   subordinate	   and	   his	   individually	   caring	   behavior	   to	  employees	   are	   also	   another	  way	   of	   developing	   the	   employees’	   performance	   in	  turmoil	   situation	   of	   the	   country	   even	   though	   external	   changes	   influence	   in	  organizational	  culture.	  
 
5.3.	  Further	  Research	  
The research data shows that leader is increasing investment in the tuff-changing 
situation, while overall external changing environment seems unfavorable. In this 
situation, it is curious to know about the specific character the transformational 
leader. As a businessman, how does it possible to take higher risk while the national 
environment is unfavorable.  
The research is raising a question about typical success of transformer leader; does he 
have personal intelligence or other suspending power? The national political, 
bureaucrat and over all cultural environments is critical and contaminated with 
flooding of black money. Thus, this research also realizing a doubt of the influencing 
factors. This is a limitation of this report, which could not include this crucial factor 
because of the ethical values and academic criteria. Though it is highly interesting and 
recommended making a further research on the leader´s intelligence and influencing 
factors, which will be helpful to identify important and crucial hidden character of the 
transformational leader.  
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Appendixes	  	  	  
Appendix: 1 
Summery of interview (Translated from Nepalese Vernacular to English) with 
Mr. Akhil Adhikari, HR manager of Bhat-Bhateni Departmental Store   
 
Purpose of the question 1 and 2: Identify the external change in its influence on 
organizational culture  
Question-1. Can you please give a brief introduction about the company and 
historical background? 
Answer:  
First of all thank you so much for your kind request and giving an opportunity to tell 
about our company. Actually we have very interesting history.  
Bhat-Bhateni has grown up from a very micro level in the retailer sector from area of 
120 sq. ft. as cold store and grocery shop in 2041 (1984 A.D.). This ordinary single 
shutter store has transferred into a leading retailer in the country. Now we have 4 
super store in Kathmandu Valley and 2 out valley. Min Bahadur Gurung is the 
founder and owner of this market.  
The opening of the Maharajgunj superstore in September 2008, then three stores 
oened in Koteshwor-kathmandu, Chuchepati-Bouddha, Krishna Galli-Pulchowk and 
Itahari-Sunasari in 2067 (2011 A.D.) and finally Pokhara Store opened in 2068 (2012 
A.D.) set the current benchmark for the business, with over 2,200 combine staff 
helping customers chose between 120,000 products across a 7,00,000sq. ft. Sales 
area. You can find detail development stages in our official website 
www.bbsm.com.np   
 Having achieved more than most people can hope for in a lifetime, Mr. Min B. 
Gurung has only just started. An ambitious expansion plan will see many new stores 
in Kathmandu and across Nepal over the next few years and a new warehouse and 
wholesale unit opening soon at Baluwatar. The Bhat-Bhateni story has only just 
started. 
Bhat-Bhateni Group operates as a private limited company. It has been a successful 
family business since the establishment in 1984 and has been the largest taxpayer in 
the retail sector since 2064 (2008 A.D.).  
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Question 2-What kind of changes did you mean? 
Answer:  
My meaning about external changes, we all know that our country is facing big 
political conflict since last few years. The national environment   is changing from 
kingdom to democracy and from multiparty democracy to republic in between 15/16 
years. This 3 totally different political ideology applying in the short time which was a 
critical situation for us. It was big challenging Especially in the political 
transformation phase. Violence group and opposite ideological or radical people 
where forced in the organization with different kinds of demand and try to violate to 
the employees. Still I can member a case of B.S.2062 (2006 A.D.) where a radical 
group capture our 8 employees and tried to interfere in the organization. They asked 
so many questions about management and their condition. After one week we got 
back to those employees and they told us everything about the case. We have had very 
close relationship with our employees so that the case did not made any worse in the 
organization. The political parties forced us to allow for their labor unions, which 
changed the organizational system in company. Our managing director always 
seemed one step ahead in such case so he started to use the unions as the tools of 
executing his decision. He made the leaders of the unions responsible to guide their 
unions´ members, which reduced the working load of managers. Thus, the post of 
deputy in each level of the organization eliminated.    
Since beginning of our company we are always coaching with giving responsibility 
and awareness of upcoming issues. In my view, any business and its organizational 
structure are guided by national environment. That was the major reason of folding to 
the many national corporations and private company during that national changing 
phase. We are facing big instability on the country since 2046 (1990 A.D.). Even in 
the phase of democracy, no one could operate full time government. In the period of 5 
years, 3/4 times the government has been reformed. Beside that their policy of 
economy, employment, investment, control, tax and degree of liberalization  
(freedom) has been also changed. It was really a tough situation for any business in 
context of Nepal.  
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Purpose of the question number 3 and 4: Expected changes on employees´ 
behavior and performance  
3. How do the external changes affected on performance?  
Answer:  
Off course the external changes influences to the employee’s behavior. Shorten 
degree of awareness and personal rights were come in surface level. In my feeling, 
Individual employee senses more powerful at the end of democracy. I experienced one 
important thing that the motivation factor of employees has been changed. Before 
monitory values and leadership support was on employees acceptation. With the time 
being changed the degree of monetary value is changing to the freedom with 
responsibility and authority. Thus, the external changes affected multiple factor of 
employees’ behavior. 
 
4. How does it affect on employees performances?  
Answer:  
This is a very interesting questing in context of our company. You may suck to hear 
that we did not face any difficulty from internal trade union and employees. It was an 
exemplary organization during 2050s (1994 A.D.), which was not closed even one day 
because of employs demonstration. While 75% company was collapsed just because 
of labor union and their strike. In that period, labor rights and personal management 
was a big issue in Nepal. But our employees are always supportive for our 
organization. In my experience we got some external pressure to the organization 
about labor right but we was proactive to response the issue thus we are success to 
get motivational benefit of the employees. 
Actually we were the first private company who gave holiday payment and sick leave 
to the employees. Our company was moving from vertical to semi vertical 
organizational structure, before the democracy and republic government intervention. 
It reduced the gap between senior management and employees. 
One example I would like to add on your previous question, before we used to give 
tanning to our employees for buying, selling and customer relationship. But now a 
days we use to take them with us and give them to choose right thing by focusing the 
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targeted customer. They have freedom and mental motivation in the context of 
changing situation. Thus we are success still these days. 
 
 
Purpose of the questions: Identify leader´s behavior  
5. How does managing director make it possible?  
Answer:   
Well… this question I am asking many times by my self. I am thinking that how my 
boss knows the possible changing of future environment. I have many memories in my 
mind that my boos used to call me on his office and told me his assumption of future 
happening. I did not believe at that time but I am being sucked after time being pass. 
He is very proactive. He uses to do right analysis about future and implement on the 
nearby actions. As I told you, we have done many employees focus activity 
proactively. Actually we use to go in action first before the sense of employees is 
demanding or the environment is changing. For example the employees’ freedom, 
responsibility, authority, and empowerment was in focus in our organization since 
2056 (2001), while other organization were in force to change during 2062/63 
(2007/2007 A.D.).  
In my assessment, our boss has such skills and ability to transform the situation in 
company´s favor. For instance, he has never been afraid to increase the investment 
even thou the situation of the country was not business friendly. Thus, he became only 
a player in the industry to make rapid growth of business. As we already talked in the 
previous answers, to adjust influences of changes in Bhat-Bhateni, managing director 
organizes skill development programs for the workers like training, workshop, 
seminars etc. He frequently takes some of us together him for international seminars 
and visit that develops our skills and change working styles.           
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Appendix: 2 
Questionnaire Survey Report (Survey Statement and Answer)  
 
As the student of Roskilde University in Masters in Economics and Business 
Administration, we kindly request to all the employees working in Bhat-Bhateni 
Supermarket and Department Store to put tick (√) mark in any one option to reflect 
your own opinions and experiences.  
 
1. Total Employee 565 
a. Participant in survey 370 
b. Non-participant 195  
2. Your gender  
a. Male  (193) 
b. Female  (177) 
3. Working period   
a. Recently appointed (from last one year 65 
b. Working from last five years 130 
c. Working from more than five years 175 
4. Your education (Academic Background)  
a. Literate (can read and writing only) 24 
b. Educated (SLC pass and above) 346 
 
Q. 
N. 
 
Statements (Survey questions)  
Agree Disagree Neutral 
1.   This company is developing business speedily. 306 2 62 
2. Number of employee are increasing  344 N/A 26 
3.  I am observing political and social instability since many 
years.     
339 18 13 
4.  Technology and working behavior is changing  303 6 61 
5. I feel more responsible then before 351 N/A 19 
 
6.  I can work as better then before  327 N/A 43 
7. I am learning with working.  241 15 114 
	   78	  
8. I am more responsible and working better because of 
external changes 
96 223          51 
9 Leader knows everything about my work. 261 46 63 
10 I get pre-information about upcoming activities 295 52 23 
11 My leader inspires me. 233 76 61 
 
Survey Result in graph  
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Appendix. 3  
Development timeline of Bhat-Bhateni Supermarket and Department Store 
 
 
Started Bhat-Bhateni
cold store (120 sq.
f t.). Initial NRs.
35,000 ($2,800)
investment and
NRs. 1,350 ($108)
first day sales
Fire from next
door video 
shop
destroy s store.
Rebuild in one
month.
Expanded to three
floors, 4,500 sq.
f t. Extended
assortment and
approximately 30
employees
Buildings joined and
extended to f iv e
floors and 1,05,000
sq. f t. 35,000 unique
products supported
by 200 sales staff
Store
expanded to
“double
shutter”  240
sq. f t. grocery
store
Invested NRs. 6
million to open 3,000
sq. f t. supermarket.
1,000 customers and
NRs. 250,000 first
day sales and 10
sales staff
New building opens
next to supermarket.
New services include
jewelers shop, f lower
shop and dry
cleaners.
Bhat-Bhateni Koteshwor, 
Boudha and Patan opens 
with 135,000 Customers 
and NRs. 17.70 millions 
first day sales NRs. 1500 
million investment, 
created 1000 jobs in 
325,000 sq.f t
Bhat-Bhateni
Maharajgunj
opens with 50,000
customers and NRs. 6.6
million first day sales. 
NRs.
750 million inevstment
created 400 jobs and
1,10,000 sq.f t
Bhat-Bhateni Pokhara
store due to open in 
July 2012
1990
1992 1995 2008 2012
1984
1989
1994 2004 2011
BHAT-BHATENI SUPERSTORE
The Bhat-Bhateni Timeline
